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FOREWORD

In May 1979, a set of three experiments were begun at workplaces in
Pomona, California; Cleveland, Ohio; and Hartford, Connecticut. These
_experiments were familiarly known as "the Demonstrations". For 13 months
there were demonstrated at these sites a variety of low cost, graduated
approaches to addressing conditions that workers report act as barriers to
their fuller use of tuition aid plans and their greater participation in
voluntary education and training programs. This is the report on “the
Demonstrations". . .a report on their purposes, their structures, and
their effects on the adult warkers and the institutions that participated.

The demonstration projects were a key element of Phase II of a "Study
of the Use of Education and Training Funds in the Private Sector." This
National Institute of Education contracted-for study (Contract Number
400-76-0125) was let in 1976 to the then National Manpower Institute.

Phase I of this study ran from September 1976 to January 1978. C(alled
the Tuition Aid Project, Phase I involved a nationwide survey of negotiated
tuition aid plan sponsors and users to: (1) ascertain the characteristics
and prevalence of negotiated tuition aid plans in the private sector; (2)
expand the extant knowledge base regarding how the negotiated tuition aid
resource is perceived by company and urion officials and workers; and (3)
fathom the enigma in the prevailing circumstance of a three to four percent °
rate of utilization of tuition aid plans nationally. Results from Phase I were
presented in the study report, An Untapped Resource: Negotiated Tuition Aid
in the Private Sector.

Phase I1 which was called the Worker Education and Training Policies
Project began in July 1978, concluding on September 30, 1980. The ] el
initial design for Phase II called principally for a testing of the
feasibility of alternative approaches to eliminating reported barriers to
negotiated tuition aid plan use in workplace settings. While this remained -~
a cornerstone task of Phase II, the National Institute of Education saw need
and purpose in significantly enhancing the policy research and development
aspects of the study. The ultimate design of Phase II, which was shaped
substantially during the spring and early summer of 1978, contained several
distinct elements. As context to the discussion of "the Demonstrations"
which follows, the several other elements of Phase Il are outlined below.

o : .

o Refrospective case studies were made of the tuition assistance
programs of Kimberly-Clark Corporation and Polaroid Corporation and of
the Education Fund of District Council #37 of the American Federation of
State County and Municipal Employees. Separate case study reports were
released focusing on the factors which appear toiaccount for the high
level of employee satisfaction with and use of these programs. A policy
oriented summary and analysis report on these case studies was also
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developed. These studies were completed and published in November and _

‘ : December 1979. The experience of the programs. studied stresses the impor-
tance of top level commitment to employee participation in the plans on an
equitable basis, prepayment to offset disincentives particularly to lower
income employees, continuous publicity and communication of information
about the plan through print and visual media, and the avaiiability of
educational and career advisement services.

o Development of a policy book, Worklife Transitions: The Learning
Connection. This policy oriented book provides an analysis of major
trends and dynainics in the economy and society that commend greater atten-
tion to the worklife education and training opportunity structure, and it
sets out over 50 recommendations for private and public policy makers aimed
at more effectively engaging our human resource. The book was developed
in close collaboration with members of the National Advisory Committee to
the WETPP composed of representatives from labor unions, industry and
higher education institutions and associations.

o A group of prominent Americans was convened and supported in the

development of a report on worker education and training policy for the

1980's. The group consisted of 16 prominent industry, labor, civil rights,

education and government figures and was chaired by Willard Wirtz. The _

23 page report examined forces in the economy and the social order commending
- broader opportunity for the intermixing work and learning in the adult

years, and set forth a set of four thrusts for private and public policy

attention. "Adult Learning and the American Worker", the report of the .
" National Panel on Worker Education and Training Policy will be published in

. October, 1980. -

0 Fourteen research papers were commissioned as background material
for the policy volume. These papers included 10 that were determined to
be of a quality and importance to be published in a policy research mono-
graph series. Among the issues considered in these papers were: (1) the
patterns of adult participation in education and training; (2) the likely
look of adult enrollments in education during the 1980's including projec-

~ tions of racial, age, sex, education and income level patterns; (3) the

- education and training opportunity structure within industry for middle-

aged and older workers and the present conundrums in public and private
pension, retirement and HRD policies affecting this population; (4) major
forms of alternative work patterns (flex-time, permanent part-time, com-
pressed work week, reduced work week) and their differing implications for
broadened worklife education opportunity; (5) the role education and ,
training has played in the various "active manpower policies" operating
on the; Continent and what a heightened emphasis on education and training
could mean for countercylical employment and training policies in the U.S.;
(6) barriérs to adult use of the major public student assistance sources -
why these should and how they can be eliminated; (7) the roles exercised
by labor unions historically in the delivery of education and training
opportunities, in advocating for enhanced public education opportunity and
irridenta and progress in their current relations with post-secondary educa-
tion institutions; (8) the nature of post-secondary education's response




to the adult learner; (9) the sources of education and training opportunity
in the United States including numbers enrolled and types of educational
services provided by industry, labor, community based organizations, civic

-and professional associatinns, government, etc; (10) the role of employer

provided training in the U.S. including estimates of the extent of training,
new challenges for employer training and problems with and needs for better
measurement of it; (11) the structure and implications of electronic
publishing and the telecommunications revolution including key social

policy questions; (12) values and attitudes toward work and education held
by blue collar workers as reported in the sociological and anthropological
Titeratures; (13) and, in no sense least, the experience and present picture
of education and training opportunity for working women and the demographic,
economic and social environment impacting the needs and aspirations of the
pink collar workers. . .the 80% of working women.

o A 15 minute slide-tape program "Worker Education: New Energy for
the 1980's" and a comparison action guide titled, Making Tuition Aid Work

for You, were developed in 1980. This slide-tape program sets forth the

views of prominent industry, labor and education officials and of workers on
the .value to the enterprise and the individual of worker education, and

the role tyition aid programs can play in enlarging working class adult
opportunities to participate in education and training. This program was
designed for showing at employee orientations, union membership meetings,
and in proverbial boardrooms. The action manual develops the key points
raised in the slide tape program, provides answers to questions frequently
asked about tuition aid, and offers one of many possible models for a
tuition aid program . . .one that incorporates the lessons learned by NIWL
from our study of successful and unsuccessful tuition aid plans and employ-
ment environments.

0 Three Regional Dialogues on Worklife Education and a National Invita-
tional Conference on Worklife Education were conducted during the sprin?.and )
summer of 1980. The Regional Dialogues, which were held in Berkeley, California,
Minneapolis, Minnesota, and Boston, Massachusetts, were co-sponsored by 25
unions, businesses, education and trade associations. Some 60 innovative
programs targeted on expanding adult worker education, training and employ-
ment opportunities were presented at these Dialogues. Over 350 practi-
tioners from education, industry, labor and local and state governments
participated. The National Invitational Conference on Worklife Education,
which shared with the Dialogues the purpose of disseminating project learnings,
had the additional purpose of vetting the 50 plus recommendations for
policy action contained in the policy book mentioned above and engaging a
wider audience of policy makers in consideration of the importance and
value to national ends of broadened worklife education opportunity for
working adults. One hundred leaders from the essential sectors participated
in this conference. That conference was followed by a briefing of repre-
sentatives of government agencies, which briefing was designed to encourage
fuller inter-agency collaboration on educational research matters.

0 A:reanalysis of the data collected from the 1976-77 surveys of

company and union officials and of the approximately 1000 blue collar workers
was conducted as well. This reanalysis involved: (1) assessing the factors
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affecting workers use of tuition aid plans to determine the programmatic
or policy relevance of ‘these factors and then performing analyses of the
relative effects of these select factors on participation rates and
barrier perceptions; and (2) assessing the independent and interactional
effects of attitudes and Structural conditions on perceived barriers and on
participation rates for all workers and for subgroups of workers, e.g.,
women and minority. workers. These analyses were performed and reported in

. two technical papers and in summary form in a number of short Institute

papers and journal articles.

The preparation of intensive case studies of highly subscribed tuition
aid plans. . .the reanalyses of the Phase I survey data to discern what
factors most critically affect the participation in education and training
of key groups of workers. . .a policy development initiative concerned to
inform public and private sector decision makers about issues involved in
enlarging the education and training opportunity structure for working
Americans. . .the surfacing and consideration of policy issues through
regional-and national conferences and other dissemination activities. . .
development and dissemination of action guides for tuition aid plan admini-
strators, negotiators and users. . .and the development and operation of
workplace based demonstration projects. . .these then were the cenfral
elements, the stuff of the Worker Education and Training Policies Project.

It is to the last of these, the demonstration projects, that we turn.
First, though, there is need and pleasure to acknowledge the special con-
tributions of several individuals in Washington, DC and at the demonstration
sites who were instrumental to the successful commencement and/or completion
of "the Demonstrations".

Many members of the National Advisory Committee to the Worker Educa-
tion and Training Policies Project made special efforts to assist the
project staff in identifying and securing demonstration project sites. Three
members whose efforts cannot escape notice were Mr. Reese Hammond, Director
of Education and Research, International Union of Operating Engineers, Mr.
John Kulstad, Education Director, Communications Workers of America and Dr.
Russell Farnen, Project Director and Professor of Political Science at
Empire State College. The Project's success in gaining access to the Model
1 site, the General Telephone Company of California facilities in Pomona,
California, Was in no small part the result of John Kulstad's efforts.

Reese ‘Hammond used his offices in the project's behalf on many occasions

and actively participated in steward training sessions to gain local pro-
ject start-up approval with Local 18 of the International Union of Operating
Engineers and to retain leadership support for the project well beyond

what it would otherwise have been. Russell Farnen contributed many hours

to the exploration of possible sites in New York State throuah the extensive
Empire State network of industry and union contacts. Their contributions:
considered alone are sufficient testimony to the value of an advisory
committee. And, their contributions and those of other members of the
committee were in no sense confined to the demonstration projects.

19
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At the demonstration project sites there weremany individuals in
management, labor unions and education institutions who contributed in
essential ways to the testing of the model programs. The threg indivi-
duals with whom the project worked most closely over the 13 month period
were the site coordinators: in California, Mr. Joel Clifton, § senior PBX
installer with General Telephone Company of California; Mr. Chuck R1nehart,
a staff representative with the Joint Apprenticeship Committee serving the
membership of Local 18 of the IUOE in Ohio; and in Connecticut at the
Model III site Ms. Claire Nolin, who as a result of her accomplishments as
site coordinator, became a fulltime employee of the State Government in
July, 1980. While more is said of the roles of these individuals in the .
case studies that follow, let it be noted here that the association with

these dedicated people was a richly rewarding expeérience for the NIWL
project staff.

Other individuals at the California and Connecticut sites who played
special roles in sharing the lessons and excitement of the respective pro-
Jects as well as exercising central positicns in the local functioning of
the prOJects include: (in California) Ms. Jan Stancer, Tra1n1ng Specialist,
G.T.C.; Ms. Tina Bavetta, Education Information Advisor, G.T.C.; Mr. Mike
Crowe]] Local 11588 President, CWA; Mr. John Strickland, Second Vice
Pres1dent Local 11588, CWA; and Mr. Reid Pearce, A551stant to the Vice ,
President, District 'l'l, CWA. In Connecticut these individuals include: Mr. Kevin Earls
Coordinator -of the Higher Education Coordinating Committee for the North Central Region;
Mr. Steven Perruccio, Senior Staff Representative, Connecticut Employees
Union Independent; and Mr. Ernest Nagler, Director, Personnel Development
Division, Department of Administrative Services, State of Connecticut. In
various settings, each of these individuals has represented the demonstra- .
tion projects, adding to the measure of the project's significance in so
doing. To each of them we acknowledge our appreciation and debt.

As with so many other aspects of the overall "Study of the Use of
Education and Training Funds in the Private Sector", the steady and informed
stewardship of Dr. Herbert Levine is to be found in these demonstration
projects. Dr. Levine, Director of the Labor Education Center at Rutgers
UniVersity, served as Senior Study Consultant and gave highest possible
_ service to every facet of demonstration project activities. Fe was instru-

mental to the project's gaining access to a comparison site with Local 825
of the International Union of Operating Engineers. He knows the esteem in
which that service is held by the NIWL.

Ms. Nevzer Stacey, Project Officer at the National Institute of
Education for the "Study of the Use of Education and Training Funds in the
Private Sector", is as much as any individual responsible for the being,
let, alone the success of the demonstration projects. Principal author of
the design plan for this Study, Ms. Stacey has.provided guidance. direction and .
high standards far the conduct of this project from the beginning. With
her associates in the Program on Educational Policy and Organization, Ms.
Stacey has led NIE entrance into a consideration of policy issues other _
departments of government have not yet begun to explore. :
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At the National Institute for Work and Learning, several staff and
management personnel played central roles in the demonstration projects
element of Phase II activities.- Mr. Ivan Charner, Director of Research,
was responsible for much of the research design for the demonstrations
including the worker survey instrument. He administered those instruments
and authored Chapter II of this report. Dr. Jamshid Momeni, Research Associate,
diligently performed the survey tabulation and first round analysis work.

Ms. Leslie Ann Rosow, formerly a Program Officer at NIWL, served for the first
nine months as NIWL staff coordinator for the. demonstration projects and

was actively involved in on site training activities. On Leslie Rosow's
departure for another assignment outside NIWL, Ms. Jane Shore assumed the
staff coordinator duties along with her many other project assignments. Jane
Shore conducted the case study of the Model I demonstration project which
appears herein. Ms. Anne Rogers, Project (Officer at NIWL, in addition to
numerous -other project assignments undertook the case study of the Model 1991
demonstration project that appears below. Mr. Francis Macy, Director of

the National Center for Educational Brokering, contributed significantly to
the role definition and training of Education Informat1on Advisors for this
project.

Mr. Archie Lapointe, NIWL's President, provided an environment of
flexibility and freedom to fail or succeed. Without that environment, it is’
difficult to imagine the latter outcome. Archie Lapointe spent hour upon
hour in conversation with company and union officials explainihg our purpose
and soliciting access to undertake the demonstration projects. He kept
attention on them once access was obtained. He was the stron advocate
of the purpose and meaning of these demonstrations, as concrete tests of
ideas and words. In this, he was joined by Mr. Paul Barton, NIWL's Vice
President for Planning and Policy Development. Paul Barton has over the
course of this four year study, given invaluable advice, a timely pen, and
leadership on the policy development aspects of the project. He has cor-
tributed much to current understandings of the policy choices and issues
before us.

These are but a few of many individuals who have contributed to the
demonstrations. It is from time to time a person's privilege to have
worked with and learned from such as these.

Gregory B. Smith

Director

Worker Education and Training
Policies Project

September, 1980
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" CHAPTER ONE -
EXECUTIVE SUMMARY

A. The Models

A major element of the National Institute of Education sponsored Worker
Education and Training Policies Project was the development in three local
sites of experimental programs designed to address specific barriers to
worker participation in tuition aid and voluntary education. Three program
models were developed and implemented.

* Model 1: “Information Delivery, in which a variety of management or
union-sponsored publicity and information dissemination activities
were employed to apprise workers of the existence and nature of
their tuition-aid plan and available educational opportunities.

* Model 2: Addition of Education Information Advisement Services,
which added to Model 1 the establishment of an on-site education
information advisement service to provide assistance with educa’ional
planning and needs assessment, application procedures, and overcoming
of psychological barriers to participation. Model 2 was begun in
Cleveiand, Ohio as a program of Locai 18 of the International Union
of Operating Engineers.

* Model 3: Addition of Improved Linkages, in which Models 1 and 2
were incorporated with the design and implementation of an educa-
tional delivery system based on expanded 1linkages between local educa-
tional institutions and the work site. This was to include such
activities as the redesign of course content and adjustments in the
location and scheduling of program offerings. This model operated in
the Hartford, Connecticut area as a joint project of the State of
Connecticut, the Connecticut State Employees Association, the Connec-
ticut Employees Union Independent and the Coordinating Committee of
the North Central Region (a consortium of institutions of higher
education).

‘At each participating site, a local planning committee composed of
representatives from management, labor, and education (where appropriate) was
. called for and given responsibility for policy cirection and oversight
of the local program. : ‘

Judgments regarding the impact of these interventions are being made
from a combination of (1) careful recording of events throughout the demon-
stration project, (2) before and after worker surveys, and (3) post-project
case studies.

B. The Purposes

The demonstrations were begun to test the efficacy of severé] Tow cost
approaches to reducing barriers to workers use of tuition assistance benefits.
In earlier surveys of 1000 workers, respondents identified lack of information

bt
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about the tuition aid benefit, lack of counseling about education and

careers, and course scheduling and location problems as being significant
factors in their decisions not to use the tuition aid benefit and not to
participate in education and training. Focusing on workforce populations with
historically well below the national average tuition aid use rate of 4%, the
models enabled a determination of whether these reported barriers can be

e11minated through Tow cost, straightforward initiatives by management and
unions.

Through retrospective case studies of highly subscribed tuition aid
plans, NIWL observed that when such informational and structural barriers
were not present, workers do take advantage of the tuition aid benefit at
far higher than the national average rate. The demonstrations permitted
experimentation with these isolated variables to determine their independent
effect on workers' knowledge and attitudes. . .though given the brief time
available, not on the workers' behaviors toward education and training.

Better information on these issues was considered important to have for
private as well as public policy decision making. For example, companies
with an interest to bolster their human resource development programs for
hourly blue and pink collar workers, would have better knowledge of whether
their tuition aid program could be effectively employed to that end with
some expectation of meaningful use rates. Unions which have negotiated
tuition aid plans or are contemplating same, occasionally a significant
political risk, would have better understandings of whether the benefit can
meet member needs and not remain a somewhat costly throwaway. Postsecondary
education institutions. . .declining in number in part because of shrinkage
in the traditional age cohort, and ready to consider revisions in the institu-
tional mission would have bétter purchase on the matter of the real dimensions
of adult worker interest in education and the real promise of tuition aid7as a
survival resource.

C. Some Learnings About the Establishment of Workplace Demonstrations

The negotiation of the final site agreement was completed nearly 12
months after the demonstration project site search and selection process began.
In excess of 100 companies and state governments were approached directly
by the NIWL. An unknown number were approached by intermediary organizations
including member councils of the National Work Education Consortium and inter-
national unions serving on the Project's National Advisory Committee. In the
final analysis, the Advisory Committee was indispensible to the Project's ability
to secure demonstration project sites.

Of the three demonstration projects, two were successful tests of the
respective models. The Model II project was not. Owing to a variety of
local factors, the Model Il demonstration did not mature into an operating
project with the elements called for in the basic Model II design.

The lengthy search and selection process and the experience at the
Model II site are strong testimony to the sensitivity of the questions involved,
the practical need to allow significant lead time in the development of
essential working relationships at the workplace and the fact that social experi-
ments of this kind will not infrequently fail.



Throughout the 1ife of the demonstrations, a strong tension persisted
whether these projects should function in a strict experimental mode. . .or
as service programs, addressing the range of workers' needs as they were made
manifest. Neither extreme prevailed. Operationally, in both the Model I and
Model IIl cases, the project des1gns drifted toward the basic Model II design.
In the case of the Model I project in Pomona, on site project personnel
quickly moved beyond simply providing 1nformat1on about the tuition aid plan
to co-workers into guiding co-workers to expert counseling sources within the
company and area education institutions. In short, they moved quickly toward
the educational advisement model

D. The Model I Project

This demonstration project was designed to provide information to 1800
hourly workers at four Generad Telephone Company {of California) facilities
in the Pomona area. Through joint efforts by both GTC and the Communications
Workers of America, Local 11588, workers were given information on the company's
tuition assistance plan and on local education and training opportunities.

One-on-one contacts by ten worker-members of the project's Education
Commi ttee, and group meetings of workers sponsored by both the union and the
company were used as an initial means of introducing the workers to the idea
of participating in education under the tuition aid plan. /

The committee members' basic functions were to meet with the employees
and to apprise them of the existence and nature of their tuition aid plan and
the available educational opportunities within the area. As of June, 1980, each
of the employees in the target group had been contacted, twice, either one to
one by a committee member, or in a small group.

In addition to personal contacts, a number of other means were used on-site
to get out the information on educational opportunity. These methods included
bulletin board posters, letters to each employee in the target group, hand-out
folders, and articles in the company and union publications.

The Parties
General Telephone and Electronics Company of California (GTC)

Communications Workers of Amer1ca (CWA)
District 11
Local 11588

Workplace Impacts of the Model I Project.

The central unit of analysis in the ‘research design was the worker and
thanges. in workers' information, knowledge, attitudes and to a lesser extent,
their short term behaviors with regard to education and training and use of
tuition aid benefits. These are reported in Section II. Here are briefly
noted other workplace changes reported during post-project case study inter-
views at the Model I site:
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o company officials report: (1) heightened awareness of the value of
the tuition aid resource as an educational finance vehicle; (2) shock at the
Tow level of awareness of the tuition aid benefit at the outset; (3) improved
morale and cooperativeness in relations with the co-sponsoring union; (4)
growing ability of first line supervisors to deal positively with education
related inquiries by employees.

o union officials report: (1) heightened appreciation of union role in
supporting education for membership beyond steward training; (2) development
9f a plan of courses and programs to address a range of members expressed
educational needs; (3) development of a cadre of experienced second line
leaders in the Education Committee. '

0 several actors in the demonstration project on both the management
and labor teams have entered or made definite plans to enter education programs.

E. The Model III Project

This model called for: (1) delivery of information about tuition aid
plans; (2) provision of on-site educational advisement services; and (3)
establishment of new relationships between agencies of the government of the
State of Connecticut, two participating unions, and 16 public and private
post secondary education institutions in the Greater Hartford area. . .on
behalf of State clerical and maintenance workers. (The 1000 to 1200 clerical
and maintenance workers at the four State agency sites in the target area
had among the lowest rates of tuition assistance use historica]]y?.

Main entities in this demonstration were the local planning committee
(LPC), the group of workers and State personnel officers who comprised the
body of Education Information Advisors (EIAs), and the Site Coordinator.

The local planning committee provided policy direction; assisted in
crucial ways in the securing of agency sites for the demonstration; selected
and helped train EIA candidates. The establishment of the LPC meant that a
key representative of the State's Director of Perso: el and Labor Relations,
the President of the Connecticut State Employees Association, a senior
staff representative of the Connecticut Employees-Union Independent and
the Coordinator of the Coordinating Committee (of post secondary education
institutions) for the North Central Region had a forum outside grievance
or bargaining channels-in which to work together. It furnished opportunitiec for
"developing a number of new initiatives. '

The Site Coordinator collected and disseminated essential information on
the several tuition aid agreements in effect, provided training and ongoing
leadership for the EIA's, directed the advisement and brokering activities
for employees, maintained numerous administrative records and administered
workers surveys. The administrative and organizational support to the union
EIAs, and the collecting, analyzing and distributing of useful information
about tuition aid and education and training opportunities were the most
demanding. The Site Coordinator also designed-a plan to simplify the tuition
aid application and approval system which plan was adopted by the State.

I4
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The 15 Education Information Advisors (EIA's) were drawn from the ranks
of two unions and from che staffs of personnel sections of the five agencies. The
personnel EIAs functioned differently from the union EIA's. The EIA's: (1) ‘
delivered information to co-workers individually and in groups about their
tuition reimbursement program, alternative financial aid sources, and in house
and external training ard education opportunities; (2) advised co-workers on
application procedures and where to go for guidance on educational opportunities;
and (3) collected basic data on advisees and reported problems and needs to the
Coordinator.

Workplace Impacts at the Model III Site.
Among the changes brought about by the Model III irterventions were:

0 the decision by the state government to simplify its procedures
for processing tuition aid applications:

o0 the State governments' decision to hire a permanent employee to
provide training and technical assistance to agency staff concerned with .
tuition reimbursement and to publicize the program; o a

0 an increase in the acknowledged comnitment of both unions to worker N
education and tuition reimbursehent as contract items; and

o planning further initiatives by key parties. . .some of which are
collaborative.

F. Measuring Impacts on the Workers

. Our purpose in undertaking the surveys of workers at the model sites
was . twofold: :

o to learn about the knowledge, attitudes and behaviors of workers
related to education and training and tuition aid; and :

0 to assess the impact of the program interventions on changes in
. these areas. .

The Research Design

The research design involved sampling random cross-sections of workers
" before and after the introduction and operation of a model program at the

sites. This trend design allows us to look at the influence of the program
interventions on the attitudes, knowledge and behaviors of the workers at
the model sites. The true test of the success of these program models,
however, is three, five and ten years in the future. Behavioral outcomes
such as increases in participation in education and training; occupational,
career and other adult life transitions; and changes in workplace behaviors
(productivity, performance quality, morale, absenteeism) cannot be expected -
to occur in the six months to one year that these programs operated. The
outcomes that we are able to assess are primarily attitudinal and informa-
tional, with one behavioral outcome observed.




Knowledge and Information Delivery

One of the key elements in the three model proyrams was to increase the
workers' knowledge about their T-A plan by improving the flow ¢f information
about these plans to workers. Figures 1-4 report the relevant data on
knowledge and information delivery. As Figure 1 clearly demonstrates, the
percentage of workers at Model I and III who are familiar with the existence
of a T-A plan increased dramatically. For Model I, this increase is 25% points
and for Model III it is almost 50% points. The percentage of workers
reporting that they have received information about their T-A plan also
increased dramatically as portiayed in Figure 2: about 50% points for both
models. An indicator of specific knowledge about TA is if these workers
know whether they are eligitle to take a course under their T-A plan. Figure
3 shows that the percentage who don't know decreased, with a very large
decrease of almost 40% points for the Model III workers. Finally, when thase
workers were asked if 1nadequate information about the T-A plan was a proklem,
the percentage responding in the affirmative decreased by over 20% points
for both models as shown in Figure 4.

Behavioral Change

Ih Figure 5, we look at change in the use of T-A. For both models, the

. percentage of workers who used TA to pay for any part of their education or

training increased slightly -- from 5% to 9% for Model I and from 3% to 6%
for Model III.

Sources of Information

In Figures 6-10, we look at changes in the proportion of workers who
received information about T-A from different sources. A larger percentage
of workers at wave two than at wave one reported receiving information for
each method of information dissemination. If we look at the combined data
we see that the percentage increased:

o almost 4 times for handouts;

o two times for company newsbaper or newsletter;

o over 4 times for union newspapers;

o four times for company meetings; and

-0 nine times for union representatives.
Needs for Adviée

When asked about iheir desire to talk to someone about their educational
or career plans, a very large percentage of workers in both waves said yes.

. The need for:such a service is clearly demonstrated in Figure 11.

Perceptions of Company and Union Attitudes

~ Worker perceptions of company and local union attitudes about education
and training and T-A also changed. In Figures 12 and 13, we see that the
percentage of workers who felt that their company encouraged employees to
seek additional education or training and who felt that their company
encouraged employees to use T-A benefits, increased from wave one to wave two
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of the survey. For encouragement to use TA benefits, the percentage increased
over 3 fold. For union encouragement, the changes are almost as dramatic

(See Figures 14 and 15). The percentages increased from 13% to 38% for en-
couragement to seek additional education and training and from 8% to 36% for
encouragement to use TA.

Information and Counseling Barriers

" While the primary goal of the models was to increase knowledge about
T-A, a-secondary goal was to provide more and better information about
educational institutions and their programs. Figures 16-19 report the
perceived barriers to participation in education and training related to educa-
tional information and counseling. For the Model I and III workers, the per-
centage who reported any of the reasons as problems for them decreased from
wave one to wave two. While these reasons remained problems for a large
proportion of workers, the model programs did have some impact in these areas.
Another reason for non-participation in education and training was inadequate
career counseling. In Figure 20 we see that.this was a problem for a large
number of workers in wave one and remained so in wave two. There was, however,
a decrease of 10% points and almost 30% points between the two waves for
Model I and Model III respectively.

Planned Participation

Workers were also asked a number of questions about their future educa-
tional participation. In Figure 21, we see that large percentages of )
workers in both the wave one and wave two surveys report that they want to
take further education or training. As Figure 22 suggests, equally high
percentages in both waves feel that they need more education, and as Figure
23 shows, fewer workers, but still a large proportion, report that they
intend to continue their education or training in the next two years. A :
smaller percentage intend to use their T-A benefits, but, as Figure 24 shows,
in.each case over half of the workers report that they intend to use the _
benefit in the next two years. For figures 21 through 24 you will note. small
decreases between wave one and wave two. These were not, however, sta .
tically significant. :

Attitudes Toward Eucation and Training -
- i -
Finally, we were able to look at workers' attitudes toward education
and training. Workers were asked the importance to them personally of further
education and training. Table 1 shows the top five rankings for the workers
at each site. As this table suggests, there is consistency between™the
waves one and two samples for each model and a fair amount of consistency
" among the workers at -the different models. Two work related factors - to
improve job performance and to be a better worker - and two factors related
to personal development - to learn more and to become a more well-rounded

person -- were the highest ranked user of further education or ‘training.
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G.. Conclusions and Reconnnendations

In sum, the program interventions had an overall effect of:
0 1increasing knowledge about TA for about 30% of the workers;
0 increasing information delivery to about 50% of the workers;

0 1mprov1ng perceptions about company attitudes for about 20% of
the workers,

o 1improving perceptions about union.attitudes for about 30% of the
workers; and

0 reducing 1nformat10na1 and advisement problems for between 15 and 20
percent of the workers.

The demonstration projects proved that the model interventions are
effective at reducing the information and advisement barriers as was
nypothesized. They had significant impacts on workers' knowledge of the
existence of the tuition aid benefit and how to use it, on the delivery of
information to workers, and on workers attitudes toward education, training
and their companies and unions. :

The demonstration projects also had significant impacts on the parti-
cipating work institutions. The demonstrations caused the establishment of
mechanisms for labor-management-education collaboration and encouraged '
concrete changes in institutional behaviors regarding the structure and
administration of the tuition aid benefit.

" Based on these learnings, NIWL has framed a nufmber of recommendations
for private and public policy attention. Among these are that companies—and
unions: o ‘ ' .

o focus attention on the continuous provision and reprovision of .
information about the tuition aid benefit to workers employing a variety of
med1a of wh1ch one should be co-workers, :

0 1nsure ghat the administration of the benefit have as one of its
central parts the provision of competent educational and career counseling
and advisement;

"0 minimize the out of pocket costs to workers through the prov1sion
of advances or installment plan arrangements;

0 insure on behalf of employees that there be a greater responsiveness
on the part of education providers to the curriculum wants of workers;

~ o support.on a local or regional basis establishment of a tuition
-assistance advisory service to assist companies, unions and education
institutions to more effectively engage the tuition aid resource.
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There are, too, recommendations for a series of policy research and
demonstration activities to be undertaken by companies, unions and education
institutions independently and in concert. . .and by the Federal government
as a major employer and architect of education-work policy. These include:

o carrying out of longitudinal surveys and in-depth interviews studiec
of adult workers to assess the range of civic and workTife impacts resulting
from_participation in various kinds of education and training during the
adult years;

o initiation of a range of trial programs testing alternative
approaches to the removal of barriers to educat1on and training participation.
focusing on special populations; .

o on a trial basis, experimentation with alternative financing schemes
should begin. . .with select agencies of the Federal government taking a
leadership role as tnizl sites. . .paid educational leave and universal
entitlements are among the alternatives meriting attention;

o and, we recommend the carrying out of case studies of education and
tra1n1ng programs that are addressing needs and problems faced by spec1a1
groups in the workforce such as working women in the 80%, workers in rural
labor markets, middle aged and older skilled trade workers. Such research can
offer critical information to policy makers in the human resource develop-
ment area that are simply unobta1nab1e from standard survey . “research apnroaches.

“y
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Table 1 - Top Fife Rankings of the Personé] Importance of Eéqh of the
Following Possible Uses of Further Education and Training.

| Combined
. Model 1
Mode!-1 | Model II | Model III 3 III

Ty Ty T, | Ty T T,

To complete an educational ' : j'
program for a diploma, certi- S
ficate, or degree
To meet new people

To -become a more well- 4 4 4 4.5 3 5 4 4
rounded person : :

For social skills _
To improve job performance 3. 311, 1 1 1. R 2
To learn skills for -hobbies - k

W

)To be a better union member
To improve my ability to . 5 3 . . 5
read, write, speak, and
do math :
To be a better parent

To get a promotion . : | - 2 2.5 5
To improve family life

To prevare for another job 5
or career

To better understand com-
munity issues

To learn more (knowledge 1 1 " 2 5 2.5 2 1
for the sake of knowltedge)

To be a better worker 2 2 2 4 4 | 3

To prepare for retirement 5 . 4.5
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CHAPTER TWO = .
INTRODUCTION

Much has been written on the subject of the use and non-use of nego-
tiated and unilaterally offered tuition assistance programs in recent years.
The National Institute of Education's sponsored “Study of the Use of Education
and Training Funds in the Private Secfor“ has been one major source of data
and information on the subject. The short of it is that attention is being
focused on the tuition aid resource as never before.

Evidence suggesting that tuition aid programs are becoming increasingly
prevalent in both the public and Erivate sectors is greeted as further good
news by those who see the tuition aid resource as a particularly brfght
prospect for the broadened opportunity of working adults to interimix work
and lgafning in the United States. Important as an independent value, this
shift toward recurrency in educatiqn is also seen as addréssing a host of
" present national concerns. Among these are:

o an enduring anxiety about a declining rate of productivity growth
and the effects of same on inflation at home and a declining place in the
world economic order, combined with an appreciation that past 1hadequacies
in the levels and kinds of investments 15 skill and general knowledge for-
mation might well be part of the cause of present problems. . .that at
least a connection exists between investments in learning and total factor
productivity; N

o concern about the adequacy of present policy instruments, and present
practices, in assuring the advancement, or at leést, the suétaining of equal
employment opportunity gains of minorities, women, older workers and the

handiéapped;
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’ o concern about- whether and how the aspiraiions and expectations of
the workforce of the 1980s can be accommodated within traditional pyramidal
occupational and attendant reward structures in the absence of other human
growth options; and

0 an emerging appreciation that greater sophistication in traditional
and new forms of literacy are being required to exercise mastery over the
demands of everyday work and civic life. . . particularly for informed and
effective participation in the political affairs of country and community.

In stark contrast to this arréy of ‘prospective contributions realizable
from broadened worklife learning opportunity, are the understandings emerging
from the triennial surveys of adult education and from the several studies
of tuition aid plan use and preva]ence; In the former, we see evidence of
a widening gap between "educational have's" and "hayé nots'", between the

- L.

—memm  m e d A h ]
muIr e ang  ui 1

[11]

ess affiuent, between biacks, native'Americans and Hispanics on
the one hand, and whites and orientals on the other. In the latter, we see
generally Tow prevailing "take-up" or use rates, and rates that are highly
differentiated on the basis of present oécupation'and prior education attain-
ments.

Estimates made in 1977 by the NIWL project staff put the number of
Americans eligible to use negotiated tuition aid benefits approximately at
2 million workers. There is new Bureau of Labor Statistics information
suggesting that that number might be higher. Recent "guestimates" by NIWL
staff put the total number of workers covered by both negotiated and the more
prevalent uni]aterﬁ] tﬁition aid plans-{offered by the'emb1pyer) at between
17 and 25 million. On paper commitments to these plans may run up to

$6 billion per annum.
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Against this statement of potentia1, is the prevailing condition of a
four percent use rate nationally, which seems to be holding constant, and an
estimated -one to two percent use rate among blue and pink collar workers.
FurtherAare_the estimates that less than $20 million is being&used annually
under negotiated tuition aid programs, and that, nationally, probably less
than $200 million of tuition aid resources is being used overall to finance
continuing learning activities at all Tlevels.

This disparity between the prospective and the prevailing condition was
made the .more enigmatic by the results of surveys of company and union
officials and adult workers conducted by NIWL (then The National Manpower

Institute) in 1976-1977. These surveys established that managements, unions

‘and workers share a positive view toward tuition aid and education and training.

They share similar views of what the functions of tuition aid plans are.
Improving job performance, updating knowledge, promotion and job mobility
were given high marks by all groups. In terms of outcomes, management and
union officials in the 50 companies studied said that tuition aid has many
impacts, the most ihportant(being increased worker ef%ectiveness, career
development and job mobility, and heightened job satisfaction.

To better understand the reason for this disparity, 1000 blue collar
workers were surveyed and asked what conditions they felt to be most important
as reasons for not utilizing tuition assistance plans. The respondents ranked
insufficient management encouragement, lack of counseling and lack of
information about the tuition aid plan as the most significant barriers to
their participation. Scheduling difficulties followed quite closely behind,
as did perceptions of limited "payoff" from education. For a fuller discussion—

of these findings the reader is encouraged to see An Untapped Resource:

Negotiated Tuition Aid in the Private Sector (1978), Worklife Transitions:
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the Learning Connection (in press, September 1980), and Tuition-Aid Revisited:

Tapping the Untapped Resource (1979).

In a series of retrospective case studies, NIWL researchers had observed
of three tuftion aid pians with high blue and p1nk>c011ar worker take-up rates,
that these informational, counseling and scheduling and location problems
were not present. .I§ was possible to infer from those case studies that
manipu]afion of these‘variables would effect changes in know]e&ge, attitudes
and behav1ors,tdWard tuition aid plan use and education participation. The
retrospecfive case studieé did not permit examinéfion of these factors as
isolated variables. . .to trace through their separate effects on workers
knowledge and attitudes. To do so required .onducting experiments at the
workplace.-

ft remained, then, to test out whethér these réported barriers to use
of tuition aid resources by blue and pink collar workers could, in fact, be
removed, as was hypothesized, through employer and union sponsored actions,
and what effect workplace interventions would have on the 1nfonnafion and
knowledge and attitudes of workers. The National Advisory Committee (NAC)
to the Tuition Aid Project (Phase i of the Study of the Use of Education and
Training Eunds in the Private Sector) strongly recommended that NIE procéed '
-to‘suéh a set of demonstrations in a Phase II.

To that end, three model interventions were.designed by NIWL in consulta-
tion with the NAC and the National Institute of Education. These basic models

. —-weré as follows:

0o Model 1 (Information Delivery). A variety of management and union-
sponsored pub{icity and information dissemination activiyies would be con-
ducted to inform workers of the existence, nature and procedures for using_

the tuition assistance benefit.

>
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o Model I1 (Information Delivery and Education Information Advisement
Services). ‘In addition to information de]i%ery activities related to the.
tuition aid plan, an on-sité education information advisement service would
be established. Using trained co-workers as Education Information Advisors
(EIAs), the target workers would be assisted with educational p]anhiﬁg, needs
assessment, application procedures, and overcoming fears regarding education
participation. 4 |

0 ModeIVTII (Iﬁformation Delivery.and Education Information Advise-
ment Services and Improved Education-Work Linkagéé). The third, add-on

component in this model would be the establishment of direct linkages between

‘the workpface and area education institutions to include such actions as

redesign of course content to meet explicit worker interests or company needs,
or changes.-in the location and times of courses.
Each of the models called for establishment of collaborative local

planning committees'comprised of management, union and,as appropriate, educa-

tion representatives. These committees. . .the idea for which came from
. NIWL's experience with coﬁmunity education work councils. . .were to be

- responsible for providing policy direction to the local site activities,

eliminating administrative roadblocks to project operation, and recommending
to NIWL the site coordinator for their respective demonstrations.

Assessments regarding the impact of these model interventions were to
be made from a combination of (1) careful recording of events at each site
by the site coordinator; (2) the pre-and post- intervention tgstfng of a
random cross-section of workers from the test sites; and (3) post intervention
case studies consisting of on-site interviews with yprkers and key parties
to the projects and analyses of project documentacion. While the primary unit

of analysis for the demonstration projects was to be the worker and changes
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in the information, knowledge and attitudes of workers éttributab]e to the
interventions, it was considered important to also try io'guage project
impacts on participating organizations. Were there chaﬁges in institutional
behaviors or practices germane to tuition aid use'by w&rkers that resulted
ffbm company or uﬁfon actions? Were new inter-institufiona] re]ationshibs
established which are relevant to tuition aid p]an_s?@u;ture or worker use
rates? Were the bartieé to the project satisfied qf’disappointed in outcomeé?
These were considered valuable questions to have pétter information about
since changes in such behaviors and re]ationshigﬁxbetweeh education and work
institutions can have decisive impacts on the/fésponses obtained from \Q?
workers, and the lasting picture of tuition aid plan use.

Three models do not, of course, a demonstration project make. Gaining
access to workplaces 1h which to carry out_these demonstrations on terms that
permitted retention of an adequate measure of control of.the_intervention to
meet the research objectives was no modest task. The process was a long,
complex and often times difficult one. In short, over 12 months elapsed from
the active commencement of the search process to the negotiation of the final
site agreement. In excess of 100 companies and government agencies were con-
tactgd.ingAriting, by phqne, énd/or in person by senior staff and management
of the NIﬁl and members of the project's Nat onal Advisory Committee. An
additional unknown number were appraothed by intermediary organizations
including member councils of the National Work Education Consortium.

In the end, site agreements memoranda were signed for the three models
to be tested, and for a comparison site to be estab]i;hedvat which no inter-
vention would take place, but at which workers would be adhinistered surveys

at the beginning and end of the demonstration period.
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The Model I project‘was initiated at four plants and offices of the
General Telephone and Electronics Company of California in Pomona, California.
Joining GTC in sponsorship of the project were District 11 and Local 11588 of
the Communication Workers of America.

The Model II project was initiated in the Cleveland, Ohio area
(District I) of Local 18 of the International Union of Operating Enginéers.
Model II began functioning through the staff of the Joint Apprenticeship
Committee which serves both the union and members of the Ohio Highway -
Construction Contractors Association.

Model III was launched in the Greater Haftford, Connecticut area. Some
1000 clerical and maintenance workers wefe targeted égr attention at four
State agency facilities. Main parties to the Model III project:were the State
" of Connecticut's Division of Personnel Deve]opﬁent (Department of Administra-
tive Services), Connecticut State Employees Association; Connecticut Employees
Union Independent and the Coordinating Committee of the North Central Region
(a consortium of postsecondary educétibn institutions). -

Of the three projects begun, two were carried through to completion and
provided successful tests of the respective models. These were the Model I
and Model III demonstrations. Each of these projects 1s'c£}efu11y documented
in case study reports in Chapters 4 and 5 respectively. |

The Cleveland, Ohio project with Local 18 of the International Union
of 0perat1ng:Engiheers did not mature into a fair test of the Model II inter-
vention. The reasons why are numerous - the most basic being that the ﬁro-
Ject called for more attent%on and maintenance at the site_]eve]_than
local union leadership initially expected and the project called for a focus
on external education opportunities which created continuing tension because
the union was exclusively concerned with bolstering journeymen members' use

of the area apprentice training center.

A} .
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While the inability to fully test the Model II intervention was serious,
1;tdid not proscribe measurement of the impacts of the other demonstrations,
and was, thﬁs, a manageable loss. At the same.time, promising program
' act%vity did take place at the Model II éite. Stewards and other union Eadre'
were trained in the Egucation Information Advisor functions and on principles

and.techniques of educational Brokering. Further, as a result of the training
activity{ Local 18 sponsored a G.E.D. proéfém at the union hall exclusively
~for union membérs. This was reportedly well received by fhe membership, and'
met genuine needs of the membership. | > |

The demonstration projects resulted in signifiéant measurab1e changes
in workers information and knowledge of the fuition aid resource, in their
attitudes towqrd T-A use and toward education and training and their companies
and unions. From the vantage of NIWL, these demonstrations were highly
sucéessfu] 1n1t;at1ves for their knowledge development value, and of equé]
significance, for their impacts on institutional behaviors and individual
worker outcomes.

We turn in Chapter 4 to a careful look at the changes in workers inford
mation and attitudes. From the impacts on workers, we will proceed in
Chapters 5 and 6 to the impacts on participating institutions and interinstitu-
tional re!ationships.‘. .and to participants' views on the_successes and

failures of these, "the Demonstrations".
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CHAPTER THREE
'THE IMPACTS ON WORKERS

I. Introduction

In this chapter we report the findings from two waves of data
collection for the Worker Education and»Training Policies Project.
Data were collected on.a random cross-section of workers at four sites
(three demonstration and ocne comparison) from the summer of 1979 to
the early winter 6f 1980. In thé summer of 1980.a second cross-
section of &orkers at each site were resurve&ed. The primary ob-
jectivés of the surveys were: .

1. To learn about the attitudes, behaviors and knowledge

of workers related to educétion, training, and tui-
tion-aid. "

2. To explore the role of unions, companies and educa-
tion irnstitutions in influencing the educational
attitudes and behav{ors of adult workers.

3. To assess the impact of three program interventions
onlchanges in attitudes, knowledge, and whereevef
possible behaviors related to education, training
and T-A. ]

4. To determine if different program interventions
have different effects on workers.

5. To exﬁhine the program and policy'directions these
experiences contain for future activities related

to worker education and training.
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II. Research Desién and Methods

The research design centers around repeated cross-sections Bf
workers at ;hree demonstration sites and =z comparison site chosen
to be representétive of workers'at these siﬁes; A random sample
of workers at each site were initially sufveyéd between July 1979
and January 1980 (Wave One). A second random sample at each site
were surveyed in the summer of‘1980 (ﬁave Two). The result was a
repeated cross-section or tréﬁd'design.i.The same instrument was
given to samples‘of the same population groups before and aftef the
program intervention. This research design allows for the determin-
ation of the influence‘of the program intervention on the attitudes,
knowledge and short range behaviors of thé workers at the demomstira-
tion sites. As Wall and Williams suggest in their discussion of
trend designs, "if major events likely to influence trénds are mon-
itored between surveys then associations and even "casual" influenceé
become possible." (1970;2-3.) Thus, by looking at:overall shifts in
the aggregate distribution of workers at each site we will bé able to
assess the net change (if any) on key outcomes.
A. Sample Design and Response Rates H

The study began with a random sample of workers selected from
each program site and the comparison site. The sites have been de-
scribed earlier in this report. At each site the wave one sample
waé‘selected through a random sampling design. The wavé two samples
were chosen in a similar manner. The result was two random cross-
sections of workers from each site who wereAsurveyed between six and

twelve months apart. :
1II-2
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‘Wave One
site  Date

Model I July '79
Model 2 Jan, '80

Model 3 Sepn.'T9

~ Compariaon Jan, '80

Total

ol
Table 1

Data Collection from Workers in the WETPP

' Wave Two

Number of 7 of eligible | Number of 7 of eligible
respondents  Sample * ~ Date respondents:  Sample *

100 93 June '80 101 92%

56 58, July '80 55 M

128 881, July '80 85 8

101 08 Jume '80 48 55

385 8 289 Iy

* This represents the response rates for each model, Workers who vere ineligible (on leave, -

vacation or no longer vorking for the company) are not included fn the calculation of the

Q
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-Response rates for the wave one and wave two data collections

are ﬁresented in Table 1. As the table indicatés, 85% of the eli-

gible wave one sample and 77% of the wave two sample participated

~in the study. For wave one the site response rates ranged from 58%

for Model II to 987 for the Comparison Sites. At wave two the rates
ranged from 557 for the Comparison Site to 92% for Model I. As the
table shows the response rate for Models I ind III were relatively
consistent over the two survey administrations, while the Model II

and Comparison Site rates were inconsistent.

B. Data Collection Procedures

The data collection at each site was the same for each wave of
the survey. In all cases group administration of thé instrument was
conductéd by NIWL staff. At the Model I and III sites groups of work-

ers were surveye ¢ . -'ing working hours. Rélease time was given by “"the

. employer to all wc...ers participating in the study. At these sites,

due to scheduling, the survey was administered on a number of occasions

“and at a number of work sites. Workers were scheduled by where they °

worked and surveyed in small groups,(11-30 at a time). At the Model II
and comparison sites workers were surveyed after work in a grdup set;
ting. This was due to the nature of t..e occupation of these workers.
In each case the participants were given instructions on the question-
naire and how to complete the instrument. After each administration a
brief‘discussion on the study and the project was held with the partic-

ipants.

Because the Model II and Comparison site samples were made up of

Operating Engineers some modifications of the data collection proce-
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“ dures were neéessa‘ry.. Unlike the other mode! sites where the T-A '
plan is administered by the employer, the Operating Engineers' plans
are jointly.administgred traiﬁing funds and union administered education
and safetv funds. In addition, for these workers, the union runs a
training center and training program.

The modifications were as follows:

o Question 4 should read--"How long have you been an
Operating Engineer?" |

0 A training fund and an éducation and safety fund are
types of tuition-aid plans

0 An apprentice training program is considered to be the
same as a union run school or course .

o An apprentice training site or center is considered to

be the same as a union hall
0 Question 30--A uﬁion agreement book or union handbook |
is the same as an employée handbook ‘
The consequences of these modifications are diécussed under the find-

ings section of this chapter.
C.' Content of the Survey

- The survey instrument administered to the workers tapped a large
number of dimensions and is divided into seven sections as follows:
| 1. General Information
Participation in Education and Training
Educational Opportunities

Information and Advice ' ‘ ‘

LA~ B VLR

Incentives
42
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. 6. Factors Affecting'Participation
7. Background Information ‘
A copy of the surve_y instrument is provided in Appendix III-A .
As the listing of the sections suggests, ‘the content o_f the instru-
ment was dictated by two major concerns. First, the wﬁve one survey
was to be used to describe the T-A plans at each site; the demographic
distributions of the workforce; apd the knowledge, attitudes, and be-
haviors of the workers at each site. This allowed not only for a de-
scription, but also enabled NIWL to identify program elements which
could be built into the models for each site. The result is a "stop
action" picture of the workers and their attitudes, knowledge/and be-
haviors related to T-A and education and training. This description
- 1s presented later in this chapter. Second, the wave two data was
. to be used to assess changes in the workers, at each site and for the
combined sample of workers. By looking at differences between dis-
tributions of workers differentiated by time and the presence of a
program intervention we are able to assess the impact, if any, of the

model programs.

D. The Comparison Si‘te
The original design for this study included a comparison group
witich did not receive any form of the program intervention. 1In tra-
ditional evaluation research which employs a quasi-expérimental design
the comparison group ig similar‘ to the experimental group on key pre-
test (wave one) variables. The moreb similar the groups the more re-
liable the interpretations of the post-test (wave two) data. En.this
. ~ imstance, the comparison group proved not to meet the criteria of simi-

larity. The highly ideosyncratic nature of the workforces at each of

-
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the intervention sites contributed to this problem. Attempts to adjust by establishing '
comparison groups proximate to each of the demonstration site workforces were not
successful given the time available. This time problenlwés more pronounced given

that the degree of dissimilarity of the comparison group was not discovered until.

after analysis of the wave one data in February, 1980.

As the discussion of the wave one findings in the next section
S8hows, these workeré did not prove to be similar to the other work-
ers in the study. Differences were found nct only in demographics
but also in knowledge of T-A, and attitudes and behaviors related to
education and training. The result is a comparison site that is not
similar to the other sites. Any comparisons which are made must be

. viewed with this in mind.

This lack of an adequate comparison group would normally cause
problems in interpreting the cause of any changes between the wave ‘
‘one and wave two data at the model sites. The natﬁre of ﬁhe problem
being looked at and its history at the sites however, makes this some-
what less problematic. That is, in a situation.where a problem has
been functioning for a long time the need for a comparison group is
less important in the determination of the impact of an intervention.
In all of the model sites the use of T-A and knowledge of its exis-
tence had been very low for a long time. Since the only change at
each site was the introduction of the model program any changes in
attitudes, knowledge, and behaviors can be safely attributed to the
intervention déspite the lack of an adequate comparison group.  De-
spite this problem with the inadequate nature of the comparison group,
the discussions of the survey results which follow include the com-
parison. group data as an additional information base. Where comparisons ‘
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are made between the comparison group and the model sites, chese

should be viewed with ‘the above discussion and cautions in mind.
III. Survey Results

In this section we discuss the findings for the first and |
secondlwé§e surveys for each of the three models and the comparison
group. 1In addition, where appropriate we compare the findings across
sites. The findings will be presented separately for each site for
the first wave survey followed by the site comparisons for wave one.
Then the wave two findings will be discussed. The pefcentages fof

each question for each site are presented in Appendix 1II B-E2

| A description of the key findings from each wave of the sﬁrvey follows.

A. Model I - Wave One

Sixty-dne percent of the Model I workers have‘been employed by
GT/C for five years or less. An additional 277 have been employed
for more than 10 years.

In the first wave of the survey only 14% of these workers were
very familiar with the T-A plan. An additional 45% were somewhat
familiar. Over two-fifths reported that they were not familiar with
the T-A plan. Of the 59 workers who knewlabout thé plan'glmost 807%
knew it was a company épbnsored plan but over 217 thought it was a
négotiated plan. At Tl (Wave One) only 20% reported that they had
received information about ghe T-A plan in the past six months.
Almost 587 of these workers did not know if they were eligible to
take a course under their T-A plan and almoast 70% did not know how

to request approval to take a course.
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Of the problems reported by workers as reasons for non-use of
their T-A plan only lack of information was reported is a problem by
more than half (65%). Other reasons cited by a larger group of work-
ers were ''unable to pay in advance" (427) and "not enough of the costs
are covered" (32%).

Only 32% indicated that there is an individual in the GT/C who
could provide information ;£out educatioﬁ or careers. Even fewer
(147) indicated there was a union person available. About 97%, how-
ever, stated that they would like to talk to an advisor if one were
available.

One-fourth reported that ,GT/C encouragzd employees to use T-A
benefits but only 6% rep;rted that CWA encouraged members to use
their T-A benefits.

Over all, factors related to information and advice were the
most serious problems affecting these workers' decisions about par-

ticipation in education and training. Specifically, when asked if

there are any reasons for not pursuing further edvcation or training

that are problems,

o 61% reported that they don't have adequate information
about courses that are available;

o 567 reported that they don't have adequate information
about ﬁhat-educational institutions are available,

o 727 reported that they do not have adequate advice or
counseling about available courses and whether they
are qualified to take them,

o 65% reported that they do not have adequate advice or
counseling about available educational institutions,

%6 (11iss
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o 67% reporfed that they do not have adequate advice or
counseling about their career bpportunities.
In addition;scheduling (347.), favorigism in who gets approval (30%),
and free time (27%) were reported as.problems by these Qorkers.

‘ Tﬁo fifths of these workers reported that they had participated
in an education"program in the 1ést two years. Of these, the vast
majority did so for general knowledge (907), for career advancement
(82%) and to get a degree, diploma or certificate (77%). Only five
workers, however, reported that their T;A plan paid for ahy part of
their education. Thirty-sii reported they themselves paid, 35 re-
portéd.that their union paid,: 15 reported that their company (not
T-Ajhéaid and 11 reported that the government paid.

When asked about the importance of further education the four
most important uses sited were: to learn more (91%), to become a
better worker (88%), to improve job performance (87%) and to become
a more well-rounded éerscn (85%).

The vast majority of these workers knew about the availabilitj
of educational programs but preferred on-the-job training (90%), com-
munity college (817%) and company courses (79%). They preferred, how-
ever, to have educational programs located at educational institu-
tions (86%), the work site (73%) or the library (62%). With regards
to methods of learning, these workers preferred on-the-job training
(97%) , workshops (85%) and lectures (82%).

There was no single source of information on T-A or education

from which more than one quarter reported receiving information.

When asked from whom ﬁhej‘would like to get information on their
T-A plan 12% said'Yyes" to co-workers, 70% said "yes"to supervisors, 12%
said "yes''to union representatives and 48% said''yes''to company 'yes"
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representatives.

Ninety-six percent of these workers'wént to take further edu-
cation or training, 947 think they need more and almost 807 intend
to continue ‘their education or training in the next two years. Al-
most 587 report that théy will use théifﬂE:thggéfiés iﬁ the next
two years.

With regard to demographic characteristics almost 557 are fe-
male, 737 are younger than 35, 817 are whife, 267 are hispanic,
617 afe cufrently'married, 55% had dependent children living at

" home, 367 had a high'school degree or less, and 787 lived in.a city
or its suburbé of 50,000 - 500,000 people. The vast majority work
the day shift (96%), and work 40-49 hours per-week (907). Finally,

667 earn less than $15,000 arnnually.

B. Model 1I1I - Wave One

Almost 537 of the Model II workers have been operating engineers
for more than 15 years. Only 177 have been operating engineers for
five years of less.

In the first wave about 647 reported they were familiar with the
T-A plan. Almost ;wo-fifths were not familiar with the plan. Of the
thirty-six workers who knew about the plan 677 thought it was union
sponsored and 317 thought it was = negotiated plan.

At Tl only 317 of these op ating engineers reported that they
had received information abou: the T~A plan in the pasﬁ six months.
Over two-fifths did‘npt know if they were eligible to take a course
under the plan and haif did not know how to request approval to take
a course. | |

Of. the problems repdrted by these operating engineers as reasons
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for non-use of their T-A benefits only lack of information was re-
ported by more than half (57.1%). Two-fifths were unable to paf in

+ advance and about one-third feld there was too much red tape or edu-
cation programs they'Wanted—nere not covered. .

About one-fifth of tiliese workers reported that they had par-
ticipated in an education program in the last two years and almost
30% reported participation in a training program. Of these, the
vast majority participated for general knowledge (82%) or to upgrade
skills for present job (81%). No workers reported that their com-

| pany paid for any part of their education or training under T-A but
15 reported that the union paid. For these operating engineers| the
union eontrols the T-A benefits. Eight reported they paid themaei;eej
four réported that their company (not T-A) paid; and three reported
that the government paid. |

‘When asked about the importance of further education, the most
important uses sited were:

o to improve job performance (91%);

o to become a better worker (877%);

0 to improve ability to read, write, speak and do math (83%);

0 to become a more well- rounded person (827); and

o to prepare for retirement (80%) .

The wvast majority of these workers know about the availability
of educational programs but clearly preferred union run courses (100%)

-+ and on-the-}ob training (987) to other educational programs. Their
preferenc:z for location was the union hall (87%), the work site (78%)
and education institutions (787%). With regard to methods of learning
there was a clear preference for on-the-job training (887%), workshops

and conferences (817) ‘and lectures or classes (817).
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The only sources of information on T-A or education ffbm which

‘more than one-quarter of the workers reported receiving inforﬁation

were union neﬁspapers, meetings and representatives. When asked
from whom they would like to get information about their T-A plan
13% said yes to co-workers, 7% to supervisors, 93% to union repre-
sentatives and 137 to company representatives. Almost three-fourths
of these workers reported that there is a designated individual in
the union who can provide advice or information about education and
careers. Only slightly more than one-third of these workers saw
this individual in the past two yéars, yet 927 reported that they
would like to talk to an adviser if one were available.

Almost 907 reported that their union encouraged members to seek

.additional education or training while 63% felt the union encouraged

use of the T-A plan.

O0f the barriers to participation in further education or learning

those related to information and advice were generally the most com-

- Fonly sighted. Specifically, when asked if there are any reasons

for not pursuing further education in training that are problems;

o 60% reported that they don't have adequate information
about courses that are available,

o. 467 reported that they do not have adeqﬁate information
about what educational institutions are available,

o 467 reported that they do not have adequate advicé or
counseling about available courses and whether they are
qualified to take them,

o 447 reported that they do not have adequate advice or
counseling about available educational institutions, and

—
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3 - o 48% reported that they do not have adequate advice or
‘ counseling about their'career.opportunities ‘
In addition. scheduling (57%), distance (49%) and free time
(447) were reported as barriers by these workers.
Eighty-seven percent of these workers want to take further ed-
' ucation and training,q912 think they need more, and 847 intend to
':;continue their education or training in the next two years. .Siity

»

: percent report that they will use their T-A benefit s in the next

two years.
 The demographic characteristics of these operating engineers
are as follows:
o 98% male, , o
o 70% 35 years old or older,

' o 85% white,
\\\ o 9% hispanic,
\\ o 867% currently married,

o 64% have cdependent children living at home,

o 73% have a high school degree or less, and

o 427 live in a fairly large, a very large city or its suburbs
(250,000 or more people).

Most of these workers work the day shift (87%) and work 40-49 hours

per week (90%). Finally, 65% report earnings of $20,000 or more an-

nually. |

C. Model III - Wave One

Almost 547 of these workers have been employed by the State of
Connecticnt for five years or less and are represented by two unions;
___807 by CSEA and 20% by CEUI. |
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In the first wave survey 757 of these workers were not familiar
with the T-A plan, and only 3%‘ﬁere very familiar with the plan. df
the 26 workers who did know about the plan only 197 knew it was ne-
gotiated. Seventy-seven percent thought it was company sponsored.

At Tl only 47 reported that they had received information about
the T-A plan in the pastvsix months. Almost 907 did not know if they
were eligible to take a céurse under the plan and 817 did not know how
to request approval to take a course.

Of the problems reported by these workers aéhreasons for non-use

of T-A benefits only inddequate information was”reportéd by more than

- half (667). Two-fifths were unable tc pay in advance, two-fifths were

‘not willing to pay in advance and a little over one-third felt that

not enough of the costs are covered. About 277 of these workers re-
port particiﬁation in education during the last two years. Of these,
the vast majority participated for general knowledge (86%), for
career advancement (80%) and for better wages (777%). Only four work-
ers repo;ted that T-A paid for a part of their education. Thirteen
reported they paid themselves, three reported the union paid, 12 Te-
ported the company paid (not T-A) and 5 reported the government paid.v

When asked about the importance of further education the most
impottant usesSited were:

o to improve job performance (917)

o to get a promotion (90%)

0o to become a more well-rounded person (907%)

0 to become a better worker (867)

o to learn more (86%)

o0 to improve ability to read, write, speak and do math

(83%) IIE1S
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) " o to prepare for another job or career (82%)
Most of theée workers know about the availability of educa-
tional programs but prefer on-tHe-job training (85%), community col-
leges (83%), public vocational schcols (78%) and company run courses
(75%) fofitheir own educational programs. Their preference for lo-
cation is clearly educationél'inétitutions (85%) or the work siﬁe ‘
(82%). As for methods of learning, preference is for on~the-job
training (89%), lectures or ciasses (83%)‘and workshops or confer-
ences (82%). " There was no sodrcé of information on T-A from whiéh f
more than 10% reported receiving information.

When esked from whom they would like to get information about
their T-A plan 8% said'5ms"to~co-vorkérs, 46% to supervisors, 22%
to union representatives and 45% to company representatives. Al-
most one-third of these workers reported there was an individual
in the company desigpated to provide information about educétion and
careers. 0n1y_8% réported that there was a union representative so
designated. Ninety-six percent reported that they would like to talk
to an advisor if one were available. |

Thirty percent reported that the company encouraged employees to
seek additioﬁal-education or training but only 7% repcrted company
encouragement for use of T-A benefits. For the union the correspon-
ding percentages are 147 for additional education or training and 10%
for use of T-A benefits. '

0f the barrieré to participation in further education or training
the vast majority (70-847%) reported inadequate information and advice
as reasons. Specifically, when aSked if theré are any reasons for not
pufsﬁing further education or training that are pfoblems,

o 75% reported that they don't have adequate information
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about courses that are availatle

o 75% reported that they do not have adequate information

about what educational institutions are available |

o 827% reported that they do not have adequate advice or

o counseliﬁg about ava-labi; courses and whether they are
qualified to take them

o 72% reported that they do .ot have gdequate advice or

counseling about available educational institutions,
ine ,

o 847 reported that they do not have adequatz advice or

counseling about»their career opportunities

In addition, almost half reported scheduling, favoritism on
who gets approval and‘feeling that they will not get promoted or
a new job as reasbns for.non-participation.

Eighty-eightnpércent of these employees want to take further
education, 94%Athink they need more, but 71% intend to continue their
?ducation in the next two years. Sixty-fiyé peicent report that they
will use their T-A benefits in the next two years.

The demographic make-up of this group of workers is as follows:

o 727 female, | '
.0 63% 35 or older,
o 86% white?“l

-0 1% hispanic,

o 50% currently married,
. o 497 have dependent ‘children living at home,
" o 76% have a high school degree or leéé, and
o 55% live in a medium-size or fairly large éity ‘

/ . (50,000 - 500,000) or its suburbs.
| | o4
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Most of these workers work the day shift (92%) and work 30 -
39 hours per week (98%). Finally, 96% repoft earnings of less than
$12,000 annually.

D. Comparison Group' - Wave One

0ve;_61% of the comparison group workers have been cperating
engineers for more than 16 years. Only 10% have been operating en-
gineers for five years or less. 1In the firsﬁ wave almost 867% re-
ported that they were familiar with the T-A plan. Only 147 were not
familiar. Of t'e 84 workers who knew about the plan 53% thought it
negotiated and 47% thought it was union sponsored. ' |
At TE 647 of these operéting engineers reported that they had
received information about the T-A plan in the past 'six months. Only
12%-didﬁ't,know if théy were elegible to take a course under the plan
and-ogly 227 did not know how to réqugat approval to take a course.
None of the réasons for non-use of T-A benefits were problems‘
for more than one-fifth of these operating enginéefs. Only lack of
information was a problem for 20%_df the workers. ‘
About 30% of these workers reported that'they had participated
in an education program in the last two years and 28% reported par-
ticipation in a training program. Of those who pa-ticipated the vast
majority did so to be a better union member (92%), to upgrade skills
for their present job (92%),'and for general knowledgé (92%) . i
| Thirty-nine of these workers reported that the union paid for at
least part of their education and training. .Four rép(tted that the
company paid under T-A. It should be remembered that for these workers
the union administers the T-A plan and benefits. Fifteen reported they
paid themselves, three reported that the companf paid (non T-A), and
11518
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four reported that the government paid.
When asked about the importance qf further education”the most
important uses were:
| o to improve job performance (89%)
o to learn more (89%)
o to be a'better union member (87%)
o to become a better worker (867%), and’
o ‘to become a more well-rounded person (83%)j
Most of thése operating engineers know about the availability
of gdﬁcational programs but clearly prefer union run schools (98%) and
on-the-job training (89%) to ogﬁer edgcational programs. ITheir pref-
erence for location was the union hall (897.) and education iustitu-
tions (89%) . With regard to methods of learning there was a prefer-
ence for on-the-job. training (95%), workshops (93%), lectures (90%)
and informal discussion groups (88%). |

o Only half of these wdrkers report that they received information
about tuition-aid and edﬁcation and training from union representé—

: ;ives and at union meetings. When asked from whom they would like to
éet informétion aﬁout their T-A plan, 6% said "yes" to co-workers, 6%
to supervisors, 927% to union repreééntatives and 5% to company repre-
sentatives. Ninety-seven percent of these worke&s'report that there
is a designated individual in their union who can provide advice or
information. about education and careers. Almost 607% of these workers
saw thig individual in the past two yeafs, yet 95% reported that they
would like to talk to an advisor if one were availablg. N

All of the workers report that their union encouréges members to

seek additional educatfon or training and 887% felt that the union en-

courages use of the T-A plan. None of the barriers to pérticipation

[ g
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in further education or trairning were considered to be problems
by more than cne-fourth of these workers.

Eighty percent of these operating engineers wént to take further
education or training, 847% think.they need more, and 77% plan to con-
tinue their éducation or training in the next two years. Fifty-seven
percent report that they will use their T-A bgnefits in the next two
years. v
| The denographi~ cbaracteristics of these operating engineers
are as folluws:

o 1007 male *

o 917 35 or older,

o 9G% white,

o 4% hispanic,

o 917 currently married,

o 67% have dependent children at home, w

o 667% have a high school degree or less,

o 797 have a trade license or certificate, and

o 827 live in é small town or medium sized city (less than

250,000 people). , .

Most of these workers work the day'shift (997) and work 40-49

hours per week (95%). Finally, 71% report earning $20,000 or more

annually.

E. Wave One Comparisons

In this section we will compare the three model sites and the

comparison site on key attitude, behavior, knowledg= and demographic

 variables. We try to assess the differences in the four groups of'

workers at the initial wave of the survey. It must be remembered at
I1-20
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the outset that the four sites differ in occupation, employers, T-A
plan provisions and union representation. We are dealing with an ex-
.periment in a natural setting.

The first set of comparisons looks at a number of information-
related aspects of the T-A plan. In Figure 1 we compare the percen-

tage of workers who are not familiar with their T-A plan.
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Figure 1: Knowledge of T-A Plan

Clearly, the Model III workers are least familiar with their plans
and the comparison group is most familiar with only 147 reporting
that *hey were not familiar with the plan. Model8 I and II are

about equal in the percentage of workers not familiar with the plan.
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Wﬁen we look at the percentages who recéived information of
the T-A plan the results are very similar. As Figure 2 shows,
very few of the Model III workers (47) received information while
almost two-thirds of the comparison groups report recéiﬁing in-
fofmation'about‘their T-A plan. Similar results are found where
we look at workers' knowledge of how to request approval to take

a course under the T-A plan.
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Figure 2: Received Information on T-A Plan

As Figure 3 shows 40% of the Model I and 50% of the Model II
workers know how to request approval. Only 197 of the Model III
workers and over threé-fourths of the comparison workers report
that they know how to'request approval. Again, the comparison
group workers appear to be most familiar with théir T-A plén while

the Model IIT workers are least familiar.

II1-22°

r

I

<




1002

902 1
sz |~ 78%
70%

60X

40z + %
302

202 1 % )
102 § T

Model I Model II Model III Comperison
Figure 3: Knowledge of How to Request Approval

Percent Yes

The final information related comparison looks at information
as a problem for workers. As Figure 4 shows for the three Engri-
mental models, 57% (Model II) and 66% (Model I and III) perceive

lack of information to be ;'problem compared with only 207 of the

' comparison group.
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Figure 4: Information on T-A is a Problem
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The”néft set of comparisons examines educational behaviors.
In Figure 5 we see the percentage of workers who have participated
in education in the pést two years. The percehtages for Model II,
Model III and the comparison group are all similar (22%) while 40%

of the Model I workers report participation.
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o Figurs 5: Education Perticipation -

When we look at the use of T-A benefits in Figure 6 we see 5%

and 4% use rates for Models I and III respectively and 27% and 377%

use rates for Model II and the comparison group. . These higher
rates fpr the latter groups are due in part to the nature of their
T-A plans as discussed earlier.
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Figure 6: Use of T-A Benefits
T * 'i'h.u include union sponsored training funds
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Over 907 of all groups repcrt that they would talk to an ad-

visor if one were available as shown in Figure 7.
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Figure 7:  Would You Talk to an Adviso;

- The next set of comﬁarisons look at broblems related to par-
ticipation in education and training. Figures 8 thréugh 12 compare
different problems for these workers. In every case the same pettern
holds. Fewer workers in the comparison group report the reasons as a
problem while mbre workers in Model III report the reasoh as a problem.
The Model I and Model II workers are close in the\per‘ ntages with
more from_the former reporting the reasons as problems‘than from the

latter group. 
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Figure 12: Problem of Inadequate Advice AbOut
Career Opportunities
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When attitudes about education and future participatio
examined (Figures 13 -15) the four groups are fairly similar th
the comparison group reporting least need for more education, lowest
intent to continue education and lowest intent to yze T-A in the next

five years.
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Figurs 15: Use T-A in Next Two Yeers

In the final set of comparisons we look at demogr'aphics .aﬁd
other personal charactéristics; The comparisons shown in 'Figures
]_.6' through 21 suggest that the four groups are made up of workers
who are quite diffefent., FWith regard té sex (Figure 16) we see
that Model I is alfhdst half male and female ,- ’Model III is three-
fourths female and Model II and the comparison groups are almost
all male. _ &3
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Figure 16: Sex

The age distributions are also very different. Almost :three-

fourths df Model I are under 35, only 97 of the comparison group,

and 30% and 37% of Models II and III are in this age range.
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/ Figure 17: -Age .
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The race and ethnic distributigﬁs show more whités in the com-

parison group and more hispanicg iﬁ‘the Model I group.
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Figure 19 : Ethnicity

The education levels of the four groups are also different.
Only three-fourths of the Model III wbrkers and almost three- fourths.
of the Model II_wbrkers have a high school education dr less while

367 of the Model I wo—kers have a similar level of education.
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Finally, when we look at income levels we see that the Model I

and especially the Model III workers earn less per vear than the

Model II or comparison group workers.
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Figure 21: Income

What these comparisons suggest is that the workers in the three
gxperimental models and the comparison groub are very different.
They are different in,terms 6f attitudes, behaviors, knowledge of
T-A and perceived problems related to education. The four groups
of workers clearly differed at the outset of the program interven- _ .
tion we are trying to assess. These differences will affect any
conclus&ons we can make regarding comparisons of the‘changeg in
these féctors. Next we look at the second wave data and tﬁen move

to examﬂning the changes from Tl to T2 for the models.
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F. Model I - Wave Two

Fifty-five percent of the cross-section of workers surveyed at
Model I in wave two have beern employed by GI/C for five years or less.
Twenty-éight percent have been with the company for more than ten.

In the wave two samﬁle.23% were very familiar with the T-A plan
and an additional 617% were somewhat familiar with the plan. Less
than one-fifth reported that they were not familiar with the T-A plan.
0f the seventy-six workers who knew about the T-A plan 717 knew. it was
a negotiated plan and 5% thought it was union sponsored.

At wave two almbst three-fourths of the wofkers reported that
they had received information about the T-A plan in the past six
months and over 50% had received information aﬁeut education and
training. Forty-two percent of these workefs did not know if they
were eligible to take a course under the T-A plan and 54% did not
know how to request approval to take a'course.\

Of the problems reported as reaéons for non-use of T-A, lack of
information was a problem for 42% of the workers. Other reasons cited
were inability to pay in advance (33%), not enough costs being covered
(25%) and education programs wanted were not covered (24%).

Almost two-fifths of these workers reported that they had par-
ticipated in an education program in the last two years while almost
30% participated within the past six months. Of those who have partic-
ipated, the vast majority did so for general knowledge (897%), for career
advancement (71%), and to get a degree, certificate or diploma (66%).
Nine workers reported that their T-A plan paid for at least a part of
their education, 31 reported that they themselves paid, one reported
that their union paid, 1l reported that_their company (not T-A) paid,

. ’l
and seven reported ‘that tne government paid. - . ¥
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When asked about the importance of further education the most
important uses cited by this group'ggiworke:s were: to learn more
(90%), to become a better worker (88%), to improve job performance
(87%), to become a more well-rounded person (85%), ana to improve
their ability to read, write, speak and do math (81%).

The vast majority of GT/C workers at wave two knew about avail-
able educational programs and had preference for community col-

: Vlegé (85%), on-the-job training (79%) and 4-year college (74%)
programs. Their prefererce was to have programs located ac educa-
tional institutions (89%) and at the work site (67%). With regard
to methods of leérning, these workers prefer On-thé-job training (92%),
lectures (88%) and workshops (85%).

At wave two, workers reported receiving information on T-A
from handouts (56%), company newsletter (37%), co-workers (30%),
supervisors (30%), union representativesé(ZB%), company meetings (28%)
and bulletin board notices .(26%). When asked from whom they would
like to get -information in their T-A plan these workers said yes to
co-vorkers‘(ISZ), supervisors (53%), union representatives (25%) and
company representatives (SOZ).

In wave two 587 indicated that there is a company official who
could provide information about educafion or careers and 37% indi-
cated that there was a union person so designated. Almost half of
tﬁese workers saw this person in the past six months and three-
fourths of these found the meeting useful or helpful. Niaety-six
percent, however, stated that they would,l{ke to talk to an advisor
about their educational or career plans.

Almost 557 reported at wave two, th t GT/C encouraged employees
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to use T-A benefits and a'most 407 reported that their union (CWA)
enco@raged members to use these benefits.

Overall, factors related to information and advice were the
bmagor problems affecting decisions to participate in education or
_r;\hﬁPg by workers at wave two. Speciflcally, when asked if there
wWere any reasons for not purs..ng further education or training that
are problemc,

o 607% reported that they don't have adequate information

about courses that =re available,

o 507 reported that they do not have adequate information
about what educational institutions are available,

o 617 reported that they do not have adequate advice or
counseling about available courses and whether they are
qualified to take them,

o 517 reported that they. do not have adequate advice or
counseling about available educational institutioms, "

o 57% reported that they do not have Adequate advice or
counseling about thei: career opportunities, '

In addition, scheduling (527), work schedule (417), and free:
time (38%) wer~ reported as problems for these workers.

Ninety percent of the workers at wave two want to take further
educatioa or training 95% think chey need more and almost 807 in-
tend to continue their education or craining in the next two years.
Also, 657 report that they will use their T-A benefits in the next
two yearé. .

The demographic characteristic. of the wave two workers show
that 55% are female, 687 are younger than 35, 8l1% are white, 23%
are hispanic, 55% are currently married, 48% have dependent childrea

N
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living at ho?e, 32% have a high school degree or less, and 81%

lived in a city or its suburbs (50,000 or more). Most of these
workers work the day shift (92%) and work 40-49 hours per week (87%).
Finally, at wave two, the majority of workers (61%) reported that

their annual earnings were less than $17,500.

G. Model II - Wave Two

Of the workers surveyed in wave two, 59% have been operating
engineers for more than 15 years. Only 267 have been in this occu-
pation for five.years or less.

On the second wave survey almost 607% of the workers reported
that they ﬁere familiar ﬁith the T-A plan. Of the 27 workers who
knew about the plan, 70% thought it was union sponsored and 26%
thought it was a negotiated plan.

Only 32% of these workers reported that they had received in-
formation about the T-A plan in the past six months and 39% had
received information about education and training. Over two-fifths
of the workers did not know if they were eligible to take a course
under the T-A plan and 54% did not know how to request to take a
course. ‘

The broblems reported by these operating engineers as reasons
for non-use of T-A were as follows:

o 327 reported that there was too much red tape,

o 327 reported that the education programs they wanted

were nct covered,
0 33% reported that the education institutions they

wanted were not covered,
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o 407 reported that they have inadegquate information,

o 37% reported that not enough of the costs are

covered,

o 41% reported that they were unable to pay in advance,

and

o 437% reported that they were unwilling to pay in

advance.

On1y 6 of these workers reported that the& participated in an
education program in the past two years but four had participated
in the.past-six months. Six wo-kers reported that they had partic-
ipated in a training program in the past two years and five partic-
ipated in the past six months. Of these, the majority participated

'Afor'genéral knbwledge (81%), to be a better union member (79%), for”
carcer advancement (77%), or for better wages (77%).

When asked who paid for (any part) of their education or train-
ing, two said that their company paid under T-A, but 9 said that the
union paid. The operating engineers union administers the T-A bene-
fits. Eight feporéed that they themselves paid, ahd five reported
that the government paid.

When asked about the importance of further education or training
the most important uses cited were:

o to improve job performance (94%),

o to learn more (947)

o to be a better union member (897%),

o to prepare for retirement (88%),

0 to become a more well-rounded person (88%), and

o to improve ability to read, write, speak o= do

math (847)
- III-% 73
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Most of these workers know about available education programs
but preferred union run schools (92%), and on-the-job training (85%).
Their preference for program location was the union Hall (89%), the
work site (79%) and educational institutions (79%). With regard to
methods of learning there was a clear preference for on-the-job
training (95%), workshops (947%) and lectures (90%).

The only sources of information on T-A from which more than one-
fourth of the workers reported receiving information were union meet-
ings (357%), the union newspapef (317) and union representatives (317).
When asked from where they would like to get information on their T-A
plan, these workers said "yes'" to co-workers (6%), supervisors (6%),
union representatives (80%), and company representatives (7%).

At wave two, only 177 indicated that there is é company official
who could provide informatior about education and careers. Almost
three-fourths, however, indicated that there is a union person so
designated. Only nine people saw this individual in the pezst two
years and only five in the last six months.

Two-thirds of these found the meeting uéeful or helpful. Almost
907, stated that they would like to talk to an adviser abouf their ed-
ucational or career plans.

Only 167 reported that their company encouraged use of T-A benefits
but almost half indicated that their union encouraged such use.

Overall, factors related to information and advice were considered
to be the major problems in relation to continuing education or train-
ing. When asked if there were any reasons for not pursuing further ed-
ucation or training that are problems;

o 57% reported that they don't have adequate information

about courses that are available

PRy
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) o 55% reported that éhey do not have adequate information
about what educational inétitutions are available

o 6% reported that they do not have adequate advice or

counseling about available courses and whether they are
are qualified to takg‘them“ |

o 637% reported that they do not have adequatewadvice or

counseling about available educational institutions,
and l

o 68% reported that~they dé not have adequate advice or

counseling about their career opportunities

In addition, distance to where programs are offered (50%),
work schedule.(507), and education schedules (42%) were reported as
problems by these operating engineers.

On wave two 787 indicated.that they want to take further edu-
‘cation or training, 807% thing they need more and 607 intend to con-
‘tinue their education or'training. Also, 557 report that they in-
tend to use their T-A benefits in the next two years.

| The demographic characteristics of these operating engi iecer:
are as follows: |

o 100% male -

o 827 35 years old or older,

o 907 white,

o 67% hsipanic,

o 81% currently married,

o 477, have dependent childs,en living at home,

o 827 h--: a high schobl degree or less, ana

o 557 live in a city or its subuvrbs (50,000 or more).
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Most of these workers work the day shift (947) and 93% work be-
) o
tween 40-49 hours per week. Finally, 74% of these wnrkers in =wave

two Feported annual earnings of $17,500 or more.

H. Model III - Wave Two

Fifty-one percent of the cross-section of workers sur—uyed at
wave two report that they have been employed by the State - f Ccanec-
ticut for five years or less. These workers are represeriad by two
unions: 75% by CSEA and 25% by CEUI.

At wave two, 74% of the workers were familiar witli their T-A
plan. Only 26% reported that they were not familiar «ith the T-A
plan. Of the 62 workers who knew about the T-A plan. aimnst 707 “:ew
it was a negotiated plan. Over 30%;however, thought it wes eitzﬁr‘ |
company sponsored (22%) or union sponsored (S%).

Over half (53%) of the wave two workers reported that t .y nad
received informztion about the T-A plan in the paét gsix monrks and

567 had received information about education and training. Fifty-

. three percent of these workers did not know if they we.e eligible

to take a course under the T-A plan and 59% did n»: inow how to re-
quest approval to take a course.

Of the problems reported as reasons for non-use of T-A, lack of
information was a problem for 40%. Other reasons cited were inability
to pay in advance (36%) and not enough costs being covered (32%).

Of these workers, 267 reported that they had partic¢ipated in an
education program in the past two years, with 23% i1eporting partici-
pation in the past six months. Of those who Tave participated, the
vast majority did $o for better wages (76%), career advancement (75%)

and for general knowledge (73%). Five workers in wave two reported
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’ that tuition-aid paid for at least a part of their education, 11
reported that they paid themselves, one reported,that'fheir union
paid, ten reported that their company ‘(non-T-A) ‘Raid, and ten re-
ported that the government paid.

When asked about the importance of further education or train-

ing the most important uses cited by these workers were: To im-

prove job performande (89%), tP learn more (867), to get a promotion
(867) and to become a more w/li-rounded person (80%).

Most of the Connecticﬁ@ workers at wave two knew about avail-
able education programs ;ﬁd preferred en-the-job training (80%),
éomﬁunity colleges (73?{ and public vocational schools (747%). Their
preference for progrgé location was educational institutions (82%)
and the work site (7?%). With regard to methods of learning rhese
workers prefer Qn;tﬁ;-job training (90%), lectures (83%),

shops (81%).

On the wave two survey; workers reported receiving /information

on T-A from union representatives (25%), co-workers (24%). company
'newsletters (207) and bulletin board notices (19%).//When asked from
whom they would like to get information on their ?éA plan these
workgfé naid "yes" to co-workers (8%), supervisofs (497%), union repL
regeﬁtatives (33%) and company representatives’ (37%).

| At wave two, 58% indicated th;t there is a company official who
could provide information about education or careers and 34% indicated
that there was a union person so designated. Thirty-eight percent of
these workers saw this person in the past six months and almost threef
fourths of these found the meeting useful or helpful. Ninety-four éer?
cent, however, stated that they would like to talk to an adviser about
their educational or career plans.

S LN
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On the wave two survey almost one-third of the workers reported

that their employer and their union encouraged use of T-A benefits.

Overall, factors related to information and advice were per-

ceived as problemé by these workers in relation to continuing tﬁeir
education or training. When asked if there were any féasons for not
pursuing further edhcation or training that are problems,

o 477 reportec that they don't have adequate information
about courses that are available,

o 487 reported that they do not have adequate information

| about what educat%gnal institutions are available,

o 547 reported that they do not have adequate advice or
couﬁseling about‘available courses and whether they are
qualified to take them, | .

o 487 reported that they do not have'adequate advice or
counseling about available educational institutions,

o 557% reported that they do not have adequate advice or
counseling'about their career opportunities. ‘

In addition, scheduling (47%), unsafe location of programs (347)

and distance (33%) were reported as problems for these workers.

In the wave two survey 78% of the workers reported that they want

-

" to take further education or tréining, 83% think they need mére and 62%

intend to continue their education and training. Also, 567 report that

they intend to use their T-A benefits in the next two years.
The demographic make-up of the wave two workers is as follows:
o 77% female,
o 367 under 35'years’old,
o 897 white,
o 3% hispanic, 78
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' // o 42% currently married
i o 32% have dependent children living at home,
o 647 have a high.school'diploma or less, and
o 70% live in a city or its suburbs (50,000 or more).
| All of these workers work the day shift and almost 98% work 30-39
hours per week.’ Finally, 687 of the workers at wave two reported an-

nual earnings of less than $10,000. -

I. Comparison Group - Wave Two ///
Half of the comparison group workers at wave .two have been o

operating engineers for more than 16 years. Only 177 have been

operating engineers for five years or less.
In the wave two survey, 737 of the.workers reported that they

were familiar with their T-A plan. Of the workers who knew about

the plan 617 thought it was union sponsored while 36% thought it

was a negotiated plan.
Almost half of the comggri;on group reported receiving informa-

tion about the T-A plan,in’%he past six months and 71% indicated

that-they received information about education and training. One-

fourth of the workers did not know if they were eligible to take a /

course under the T-A plan and 247 do not know how to request approval /”

to take a course. | //
Of the problems reported as reasons for non-use of T-A, not

enough costs covered (30%) and inability to°pay in advance 27% were’

the only problems cited by more than one-fourth of the workers. ’/
Only 8% of these workers reported that they had participagéﬂ in

an education program and 237 reported participating in a tra@ﬂing

program. Of these, the vast majority did so for better wagéé (91%),

_ ‘ , . //
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for general knowledge (88%), for careér advancement (887%) and to up-
grade skills (85%). Two operating engineers reported that T-A paid
for at least a part of their education or training but nine said the
union paid and the union administers the T-A plan. Six workers re-
ported that they themselves paid, two that their company (not T-A)
paid and two that thé government paid.

When asked about the importanée of further education and train-
ing the most impdrtant uses cited were:

0o to become a better worker (90%)

o to improve job perform?nce (85%)

o to prepare for retireméné (79%)

o to be a better union worker (78%), and

o to learn more (77%)

Most of the operating engineers at wave two knew about avail-
able education progﬁams,but clearly preferred union run courses (100%)
and on-the-job traiﬁing (95%). They preferred to have educatidn pPrH-
grams located at the union hall (897%) or the work site (84%) and pre-
ferréd on-tpe-job training (1007%) and workshops (86%) as the method of
learﬂing. | |

On the wave two survey the operating engineers reported receiving
information on T-A at union ﬁeetings (417%), from union representatives
(35%) dnd from mailings to their homes (33%). When asked from whom

they would like to get information on their T-A plan they said "yes"

to co-Wdrkers-(13%), supervisors (10%) union representatives (83%) and

company representatives (2%).
Over 757 of these operating eng:i.eers indicated that there was a
union percon designated to provide :u.ice about education and careers.

Thirty-eight percent saw this person in "he past six months and 447 of
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these found the meeting useful or helpful. Almost 90% stated that i’
éhéy wbuld like to talk to an advisor about their educational or
career plans. \

Fifty-seven percent of these workers report tha: their companies
encourage use of T-A and 827 report that their union encourages use
of T-A. The problems for participation in education or training re-

.

ported by these workers were: distance (337), schedules of educagion
programs (317%) and work schedules (31%7). o /

In the wave two survey 657 of the operating engineers repoéied
that they want to take further education oxr training and 647 think
they need more. . Half intend to continue their education or training
and 487 intend to use their T-A benefits in the next two years.

The demographic characteristics Qf these operating engineers
are as follows;

o 1007 male,

o 787% 35 or older,

o 93% white,

o 8% hispanic,

o 867 currently married

o 487 have dependent children living at homg;

o 647 have a high school degree or less,

o 56% have a tradeylicense or certificate and

o 79% live in a small town or medium sized city.

All of these workers work the day shift and 93% work 40-49 hours

per week. Finally, 73% report earnings of $17,500 or more annually.
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Iv. Program Effects - Changes Over Time |
This sIction provides a discussion of the program effects on the attitudes,
knowledge aHF behavior of workers at the model sites. Tha analysis focuses
on chauge whﬁch is defined as a difference between distributions differen-
tiated by ti@e. As we stated earlier, it is safe to attribute any change
to the prbgrgm intervention because: (a) major events likely to inf]uence
changes were mon1tored and controlled in the proaect, and (b) the h1story of
attitudes and behaV1or has been constant for so long.
In add1tion to presenting the changes that resulted from the program
models, it is 1mportant to discuss "1ack of change" or stability. It will
be important n;t only to know which attitudes and'pghgxiqﬁ§:fém§iﬁfsfgﬁlé;“bgﬁmlu_;_
it wili also be critical to assess iﬁ which areas the programs had little
affect orwiere the model needed expand1ng or additional components What

an -

follows then, is a discussion of change and stability in the attitudes, knowledge

- and short-range behavior of workers related to education, training and

T-A. The true test of the success of these programs, hdwever, is three, five and
ten years in the future. Behavioral outcomes such as increasgs in participa-
tion in education and_training; occupationai, career and other adult
transitions; and changes in workplace behaviors {prgducti&ity, performance
quality, morale, absenteeism) cannot be expected to'mccur in the six months to
one year that these programs operated. We discuss the program effects on
knowledge,ﬁbehaviors and attitudes for each model in turn.

Since the workers at the three models and one comparison site did not start
with similar knowledge, attitudes and behaviors, any comparison of the éhanges
would be misleading. As the Qata presented in Part III of this section
showed, the workers were very different at the start of the project. A change

of 10% on one variable may be significant for Model I and .not significant
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for Model III. Any comparisons, therefore, must be viewed with this in mind.
Contingency tables are used for the analyses, whereby, wave two results

are compared to wave one results by assessing the change in the distribution-

over time. Difference of percentage or a Z score is calculated and level of signi-

ficance determined. Since the direction of change is being predicted, a

one-tailed test of significance is employed.

A. Model I
TABLE 1: kNOWLEDGE AND INFORMATION

A key element in this model program was to increase worker knowledge about
their T-A plan by improving the flow of information to workers about these
plans. Tables 2 through 5 show changes in variou; aspects of worker kncvledge
about TA and information delivery.

TABLE 2: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS FAMILIAR WITH THE
EXISTENCE OF A TUITION-AID PLAN.

Very or Somewhat Not
‘Familiar Familiar N
T
1 59.0 41.0 100
T2 84.0 16.0 100
To-T

25.0 -25.0
» 7=3.93
| Significance = .000
Table 2 shows that there is a significant change in worker familiarity
with the-existence of a T-A plan. Twenty-five percent more workers at T2
were very or somewhat familiar with the T-A plan than at T1. With a significance
: 1eveilof .000, fhis suggests that there is a significant difference'between Ts

and.T] workers with redard to their familiarity with their TA plan.

III-4€
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TABLE 3: CHANGE IN PERCENTAGE OF MODEL I WCOPKERS \'HO HAVE RECEIVED INFOR-
MATION ABOUT TUITION-AID IN THE LAST STX MONTHS.

YES NO N

T.l 20.0 80.0 $5

T, 72.5 27.5 91
T2-T] 52.5 -52.5

1=7.35
Significance = .000
In Table 3, we see a drastic increase 1n;the percent of workers who
received information on their T-A plan as a donsequence_of the program.
The increase of over 50 points resulted in a highly significant Z score.

TABLE 4: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW IF THEY ARE
ELIGIBLE TO TAKE A COURSE UNDER THEIR TA PLAN.

YES NO N

T 42.0 58.0 76

T, 58.0 42.0 90
T-T4 16.0 -16.0

2=2.05
Significance = .02
When wofker knowledge of e1igibility is assessed in Table 4, we find a
change of 16points. That is, 16%.more workers at fzmkhow if they are eligible th:
at T;. The change is significant at the .02 level. In other words, there is
a significant,difference between 72 and T1 workers on their knowledge of

eligibility.
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The final variable related to knowledge of TA assesses worker know]edge
of how to request approval to take a course. |

TABLE 5: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW HOW TO REQUEST
APPROVAL TO_TAKE A COURSE UNDER THE TA PLAN

YES NO N

T, 30.0 70.0 68

T, 46.0 54.0 92
T,-T, 16.0 -16.0

1=2.05
Significance = .02

Again, we find a 16% change between T2 and T] which suggests a signifi-
cant difference in worker knowladge of how to request course approval before
and after the program interventions.

Another way of assessing the programs impact on knowledge and informa-
tion delivery is to see if there is any change in worker perceptions about
- inadequate information on T-A being a problem.

TABLE 6: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO REPORT INADEQUATE
INFORMAT.ON ABOUT T-A TO BE A PROBLEM

Yes, it is a No, it is not

problem a problem N
T 65.6 34.4 64
T, 41.9 58.1 86
T,-T, -23.7 +23.7
Z = 2.9]

Significance = .002
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Table 6 confirms our other findings. The percentage of workers who
considered inadequate information about TA to be a problem decreased by over
23 points, a highly significant change. |

In addition to looking at changes in worker knowledge and general
information delivery, we were able to assess any changes in how this infor-
mation on T-A wa:z delivered. In Table 7, we show changes in the percentage of
workers who report receiving information on'T-A from each source.

TABLE 7: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS RECEIVING INFORMATION ‘

ON T-A

Method of Delivery T] T2 T - T1 Z Significance
Employee handbook 23.0 24.8 1.8 .33 N.S.-
'Handouts to 9.0 56.4 47.4 7.12 .000
employees

Mailings to home 10.0 13.9 3.9 .62 N.S.
Bulletin board 17.0  25.7 8.7 1.55 .10
notices

In company news- 20.0 36.6 16.6 2.66 .004
papers or newsletters :

In union newspaper 3.0 18.8 15.8 3.64 .000
At union meetings 1.0 10.9 9.9 3.13 ~.001
At company meetings = 4.0 27.7 23.7 4.62 .000
From counselor or 6.0 12.9 6.9 1.71 .04
adviser

From co-workers 22.0 29.7 3.9 1.29 .10
From supervisors 25.0 29.7 4.7 .79 N.S.

!

From union 2.0 27.7 25.7 5.20 .000
representatives ~

In every case, a higher percentage of workers at T2 reported receiving

informatic~ on TA from that source. Only three of the twelve methods showed in-
II1-49
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significant changes while handouts, union representatives and company meetings
had.highly significant changes of over 20%

While the Mudel I program was primarily concerned with delivering better
and more complete information about T-A, we found that education and
training information was also given to workers;

TABLE 8: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO HAVE RECEIV™D
INFORMATION ABOUT EDUCATION AND TRAINING IN THE LAST SIX MOMTHS

YES NO N
T, 32.3 67.7 96
T, 52.3 47.7 86
T, 20.0 -20.0
_ e
Z=2.74

Significance = .003
As Table 8 shows, there has been a significant change in the nercentage

of workers who reported receiving information about education and training.

In addition to know]gdge about T-A, we were 1nterestéd in assessing any

changes in worker knowledge of the avai]abi]fty‘Of-éduéétion'and-éareer advisors

through their company and their union. As Tables 9 and 10 clearly demonstrate,
there were significant differences in the knowledce .of workers between T, and
T,. Over 26% more workers at T, knew about ine aviiliability of advisor ‘
from the company and over 23% more knew abuut a union advisor.

TABLE 9: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW ABOUT A COMPANY
: REPRESENTATIVE WHO CAN PROVIDE ADVICE OR INFORMATION

NO/DON'T

YES KNOW N
T, 31.6  68.4 98
T, 58.3 .7 96..

T-T " 26.7  -26.7
' Z= 3.6
Significance = .000
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TABLE 10: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW ABOUT A
UNION REPRESENTATIVE WHO CAN PROVIDE ADVICE OR INFORMATION

NO/DON' T N

YES KNOW N

T 13.7 86.3 95

T, 36.8 €3.2 95
T 23.1 -23.1

Z=3.65
Significance = .000

2 - Behaviors

While there were a large number of variables which were used ~ assess
program impact on know]e&;;_;;;_fnformation delivery, there were oniy °
few measures which directly assess worker behaviors. As we stated ez:s.i:r,
however, we would expect to see behavioral changes further in the futu: ..
Never-the-less, we are able to look at changes in participation in educ2iia -
and fraininé, use of T-A and use of an education or career adviser.

TABLE 11: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PARTICIPATED IN
AN EDUCATION PROGRAM

YES NO N

T 40.4 59.6 94

T, 36.4 63.4 99
T -4.0 4.0

L= .57

Signi “icance = N.S.
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As Table 11 suggests, tner~ was no real change in education participation.*
The slight decrease of 4% is non-significant. When we Took at participation
in a training program, the difference is even smaller (see Table 12).

TABLE 12: CHANGE IN The PERCENTAGE OF MODEL I WORKERS WHO PARTICIPATED IN
A TRAINING PROGRAM

YES NO N
T 26.4 73.6 91
T 28.7 71.3 94
T,-Ty 2.3 -2.3

Z=.348
Significance = N.S.
in Table 13, we look at the use of T-A benefits. While the ircrease
from 5% to 9% is not significant in terms of statistical tests when cumpared
to national use rates, the 9.0% is very high. Again, however, it would be
incorrect to base any strong conclusions on this because of the limited ope-a-
ticnal time for the model program.

TABLE 13: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO USZD THEIR T-A
BENEFIT (NO + NON-RESPONSE COMBINED)

' NO/NO
YES RESPONSE N
T 5.0 95.0 100
Ts 9.0 81.0 101
TZ-T] 4.0 -400

Z=1.1

Significance = N.S.

}_"}

* Because of large item non-response, we were forced to use the questions
which ask about participation in the last two years rather than the last six

months.
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Our final behavioral criteria looks at changes in the percentage
of workers who have seen an advisor in the last six months. Since the
program model trained EIAs to deliver information to workers, we would
expect to see some change on this variable.

TABLE 14: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO HAVE SEEN AN
ADVISOR TN THE LAST SIX MONTHS (NO AND NO-RESPONSE COMBINED)

NO/NO -
YES RESPONSE N
T 10.0 90.0 100
T 31.8 68.2 101
Tq-T] 21.8 -21.8
&

Z=3.76
Significance = .000
As Tabie 14 shows, alsmot 22% more workers saw an advisor at T2
than at T], a very significant difference.

3 - Attitudes

In addition to chénges in worker knowledge, information delivery anhm
behaviors, we were interested in looking for any attitudinaI.changés that may
have resulted from the model program. As such, we will 106k at attitudes
related %o T-A, education and training and company and union encouragement.

Earlier we discussed the change in worker perceptions of inadequate
information about TA as a problem. "Since the problem of inadequate information
was reduced, it will be interesting to see if worker attitudes about other
problems changed as a result of the project. As Table 14 shows, in almost

every case the percentage of workers reporting a reason as a problem

decreased by a small amount.
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TABLE 15: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS REPO;%ING A REASON

AS A PROBLEM RELATED TO USE OF TA BENEFITS (YES @NLY)
YES

Too much red tape in applying 24.6 22.1 -2.5
for and getting approval for

¢ education or training
Education programs I want 12.5 24.4 11.9
to take are not covered under :
the tuition-aid plan
Educational institutions I . 17.5 14.% -2.9
want to go to are not covered :
under the plan .

" Not enough of the costs are 31.6 27.5 -4.1

covered under the plan
I am not able to pay in advance 41.7 32.6 -9.1
even though I will be reimbursed
I am not willing to pay in 21.4 18.8 -2.6

advance

The qn]y reason that showed an increase was related to coverage of
educational programs. This may be due, in part, to the fact that more workers
knew about the T-A plan and what programs are covered.

Also related t TA is the perception of workers concerning the future
use of TA beneffts.' When asked if they intend to use their T-A benefits
in the next two years, we find a small increase (7 points in the pefcentage of
workers at T2 who said yes. This is shown in Table 16.

TABLE 1 : CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO WILL USE THEIR
T-A BENEFITS IN THE NEXT TWO YEARS.

YES NO N
T, 58.0 42.0 94
T, 65.0  35.0 94
To=Th 7.0 -7.0
Z=.972
III-54 Sigr’ .icance = N.S.
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While there was no significant change, the fact that almost 60% at T]

-and 65% at TZ said yes suggests that a consistently large broportion of

workers intend to use their T-A benefits.

The next set of data examine worker attitudes about education and
training. First, we look at worker attitudes about the personal importance
of further.education or training. Here we 7ind a considerable degree of
consistency.between workers at T] and Tz. As Table 17 shows, the top

four rankings are the same at both points in time.

‘TABLE 17: TOP FIVE RANKINGS OF THE PERSONAL IMPORTANCE OF EACH OF THE

FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING BY
MODEL I WORKERS

LA I

To complete an educational program for
a diploma, certificate, or degree

To meet new people

To become a more well-rounded person :. 4 4
For social skills

To improve job performance 3 3
To learn skills for hobbies

To be a better union member

To improve my ability to read, ' 5
write, speak, and do math

To be a better parent

To get a'Eromotion .

To improve family 1ife T
To prepare for anofher job or career 5
To better understand community_issues

To learn more (knowledge for the sake 1 1
of knowledge)

to be-a better worker 2 2

To prepare for retirement
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Preferences for educational programs,‘Iocgtﬁons and methods were also
consistent across times. At T] thevhighest/péfcentage of workeré preferred
on-the-job training followed by communitx/éollege programs. At T2 the
order was reversed, but these two progydés st111 ranked the highest in those
preferred by wofkers:; At both T] apd/Tz, workers preferred to have their
programs located at educational jngtitutions and the work site more than at
any other location. ’Also, w{th regard to preference for methods of training
workers ranked on-the-job tFaining, lectures and workshops the highest at
both Ty and T, | \

Workers were also asked a series of questions about educational goals,
needi,énd future participation. In Figure 22, we see that very large per-
centéges of workers at both T] and T2 report that they want to take further

education or training.
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Figure 22: Want More Education - Model I
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‘ Equally high percentages at both times fee] that they need more
education. Well over 90% at each report they need more education or training.

(See Figure 23)
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that they intend to continue the;r education or training in the next two years

Almost 80% of both the T] and T2 samp1e~of workers intend to continue their
learning. )
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The final set of variables related to educational participation looks
at barriers that workers perceive as affecting their educational participation.
While the percentage of workers reporting mdst of the reasons as problems
remained constant and low (see earlier éection for a description) there were
some changes that §hou1d be discqssed. There were also some reasons that

showed little change but which are problems for a large proportion of

workers. These will also be presented.

Table 16 shows the change in the barrier of inconvenient educationa]
scheduling. As the table suggests, there is a significant increase in the
percentage of workers who consider this to be a problem. This increase may \
be due, in part, to the increased awareness of T-A benefits and educational
offerings by these workers. This 1ncreased know]edge may cause new problems
to emerge and schedu11ng appears to be one of these -

TABLE 16. CHANGE :IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INCONVENIENT
SCHEDULING OF EDUCATION PROGRAMS AS A PROBLEM.

'Y;s, it is a No, it is not
problem : problem N
T] _ 34.0 60.0 97
T2 ‘ 51.6 48.4 91
TZ-T] i 17.6 -17.6
' 71=2.%4

Sicnificance = .007
Tables 17-21}100k at changes inyprob]ems relatet to information and advice.

TABLE 17: CHANGE;IN THE PERCENTAGE OF MODEL I WORKIRS WHO PERCEIVE INADEQUATE
INFOQMATION ABOUT AVAILABLE COURSES AS 4 PROBLEM

Yes, it is a No, it is not /
. problem problem N
T.l G1.2 , 38.8 98
T2 59.6° 40.4 94
/
TZ-T] -]’.6 . ] 06 /
7 =/.23
' ; - " _ Sign1f4cance N.S.
- 95 - . 1iz-se /
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As Table 17 shows, there is no significant change in the percentage of
workers who perceive inadequate information on available courses as a problem.
At both T] and T2 about 60% of these workers consider this a problem. It
should be remehbe}ed‘that the primary Model I objective was not to grovide
such information. -Tab1e718, which looks at the problems of inadequate
information about educational fn;titutions shows similar results. While
the percentages of workers who pérceive this as a problem are slightly lower,
there is no significant change between T] and T2‘

TABLE 18: ]CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
INFORMATION ABOUT EDUCATIONAL INSTITUTIONS AS A PROBLEM.

%{ Yes, it is a No, it is not
i problem problem - N
T.l 55.6 44 .4 99
T2 ' 50.0 50.0 94
{ R
Tz'T] '5.6 / 5.6
' z=.78

Significgnce = N.S:
These two tab]es:show that educational information is stf]l a prqblem:for‘
many of these workers and tha; the model program did 1ittle to charge this'
steation.

 While the program did little to change the information problem, it does

seem to have haq an affect on advice and counselinj related problems. féb]es
19-21 show significant deéreases in the percentage of workers who consider
inadequate advice about’ (a) available coursés; (b) availgble institutions,

and (c) career opbortunities to be a prob]em.' )
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TABLE 19: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PE CEIVE INADEQUATE
' ADVICE ABOUT AVAILABLE COURSES AS A PROBLEM

Yes, it is a No, it is not
problem problem N
T 7.7 28.3 99
T, 60.6 39.4 94
To=Ty -11.1 1.1
X=1.63

Significance =.05

TABLE 20: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT AVAILABLE EDUCATIONAL INSTITUTIONS AS A PROBLEM

Yes, it is a No, it is not
problem problem N
T] 64.6 35.4 99
T2 ' 51.1 48.9 94
T]5T2 -13.5 13.5
Z=1.90

Significance = .03

TABLE 21: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT CAREER OPPORTUNITIES AS A PROBLEM

Yes, it is a No, it is not
problem problem N
T-l ) 66.7 33.3 99
T2 ' 57.4 . 42.6 94
T]'TZ : -9.3 9.3
Z=1.33

Significance = .09.
Despite these significant changes, these three factors remain as problems

for between 50 and 60 percent of the workers.
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Three additional factors showed significant changes between T] and T2.
In each case, the change was in the direction of increased concern. As we
suggested earlier, wheﬁ workers knew more about their TA plan other factors
may emerge as being problematic. Specifically, as Tables 22-24 show child
care, work schedules, and lack of chances for a promotion showed significant
increases.

TABLE 22: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE LACK
OF CHILD CARE AS A PROBLEM

Yes, it is-a No, it is not
problem problem N
T] 6.1 . 93.9 97
T2 o 18.3 81.7 93
TZ-T] 12.2 -12.2
Z=2.60

Significance = .005

TABLE 23: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INABILITY TO
REARRANGE WORK SCHEDULE AS A PROBLEM

Yes, it is a No, it is not
problem problem N
T] 23.2 -76.8 95
T, 41.2 ~ 58.8 97
TZ-T] ]8.0 -]8o0
Z=2.69

Significance = .004

TABLE 24: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INABILITY
TO GET PROMOTED AS A PROBLEM

Yes. it is a No, it is not
problem problem N
. 25.5 74.5 93
Ty | 6.6 - 63.4 98
'T -T 1.1 . 21101 |
2 1 | 722 1.66

Significance = .05
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In order to assess worker preferences in who they would like to get
information on T-A from a 1ist of individuals (positions) were provided. As
" described earlier, only a small percentage responded favorably to co-workers
(12% at T1 and 15% at T2). For company representatives, the percentages
remained fairly constant around 50 percent; but for supervisors and union
representatives, there were some significant changes. As Table 25 suggests,
there was a significant decrease in the percentage of workers who responded
favorably to supervisors, while there was a significant increase with regard
to union represenfatives. (See Table 26).

TABLE 25: CHANGE IN THE PERCENTAGE OF MODEL 1 WORKERS WHO WOULD LIKE TO RECEIVE
INFORMATION ON TA FROM SUPERVISORS (NO/NO RESPONSE COMBINED)

- NO/NO N
YES RESPONSE
T 69.7 . 30.3 100
T, 52.5 47.5 101
T,-T, -17.2 17.2
7 =1.8"

Significance = .03

TABLE 26: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO WOULD LIKE TO RECEIVE
INFORMATION ON TA FROM UNION REPRESENTATIVES (NO AND NO RESPONSE COMBINED)

NO/NO
YES RESPONSE N
T, 12.1 819 100
T, ~25.0 75.0 101
TZ-TT : 22 .9 ' -22-9
Z=4.63

Significance = .000
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When workers were asked if they woald like to talk to an advisor about
their educational or career plans, we found 97% at T, and 96% at T, who
responded in the affirmative. Clearly, these workers would like to talk to an
advisor about their plans,

The final set of attitude changes we will look at are related to worker
perceptions of their company's and union's attitudes about education and
training and TA. In Table 27, we see that tﬁe percentage of workers who felt
that their company encouraged workers to seek additional education and training
was high at T] and remained high at.Tz. |

TABLE 26: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO FEEL THAT THEIR
COMPANY ENCOURAGES EMPLOYEES TO SEEK ADDITIONAL EDUCATION AND TRAINING

NO/DON'T
YES KNOW N
T, 57.6 42.4 99
T, 61.6 38.4 99
T,-T, 4.0 -4.0
Z= .57

Significan;e = N.S.
Wher company encouragement for use of TA is looked at, however, we see a
significant increase from T] to T2' Over 29% more workers at T2 felt that
their company encouraged employees to use fA benefits than at T] (see Table 27).

.TABLE 275” CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO FEEL THAT THEIR
COMPANY ENCOURAGES EMPLOYEES TO USE TA BENEFITS

‘ NO/DON'T :
YES KNOW - N
T 25.3 74.7 99
T, 54.5 45.5 99
T,-Ty 29.2 -29.2
Z=4.05

Significance = .000

III-6
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Tables 28 and 29 look at tha2 same perceptions, but as they relate to local
unions. Here we see that there is a significant éhénge of over 28 points related
to encouragement for additional educ : d training and over 33 points related

to ‘encouragement for use of T-A ber

TABLE 28: CHANGE IN THE PERCENTAGL . * WORKERS WHO FEEL THAT THEIR LOCAL
UNION ENCOURAGED MEMBERS Tt DITIONAL EDUCATION AND TRAINING
NO/DON' T
YES KNOW N
T 14.1 85.9 99.
T 42.4 57.6 99
T,-Tq 28.3 -28.3
' 7 =4.42

Significance = .000

TABLE 29: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO FEEL THAT THEIR LOCAL
» UNION ENCOURAGES MEMBERS TO USE TA BENEFITS

NO/DON'T
YES KNOW N
T 6.1 93.9 99
T, 39.4 60.6 99
'szT] 33.3 -32.3
Z =5.50

Significance = .000

4. - Biscussion.

What do the preceeding analyses tell us about the workers at the Model
I site and about the impact of the program on the knowledge, behavior and

attifﬁde of these workers?
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Impact on Knowledge and Information Delivery. The primary objective of the

Mo&é] I program was to increase the knowledge of workers about TA by improving the
delivery of information t6 workers and, as a consequence of these, to affect
changes in attitudes and behaviors. It seems clear from the analyses that
worker knowledge of T-A changed as a direct result of the program. Many more
workers received information about their TA and fewer workers considered
inadequate information to be a problem related to their use of TA benefits.
Also, as part of the program, many different modes of information delivery were
employed as a means of letting the workers know about their TA benefits.
Workers also became more knowledgeable about the availability of company and
union representatives who could provide informatica o.' advice on TA, education
and career plans. >Fina11y; one consequence that was not anticipated at the
outset was on the delivery of information about education and training oppor-
tunities. The know]edge of workers about TA,availability of advisors, and edu-
cation opportunities has significantly increased as a direct result of the
improved informafion delivery to workers that was at the hub of the Model I
program.

Effects on Behaviors. While long term behaviors could not be assessed, the program

did have some impact on a number of short term behaviors. First, the percentage
of users of TA increased. Although not statistically significant, the percentage
almost doubled. Second, there was a large increase in the percentage of'

workers who have seen an advisor. Since the program trained and made available
EIAs, this increase can be attributed to the Model I program. Finally, while
participation in education and training did not change the attitudinal changes

discusséd below suggest that in the future, participation may well increase.
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Effects on Attitudes. As a first step in changing behaviors, it seems

critical to change attitudes, so that they may be more congruent with'potential
actions. While there is no assurance that attitude changes will result in
behavior change, it is important to see how the program inf]uenced worker
attitudes. We found that there is considerable consistency among these
workers in the value they place on education. To learn more, to be a better worker
and to improve job performance ranked the highest as uses of further eduéation
and training. Re]atedrto this is the very large percentage of workers at
both times who want, need and intend to continue their education or training
If even half of those who say they intend to do continue their education, we
will see significant incfeases in education and training participation.
| Despite the fact that the informational and advice related barriers to

education were requced as a consequence of the program, there are still iarge _
percentages of workers who report these as problems. In addition, two new .
barriers emerged as problematic for many workers: educational and work
schedules. Thus, as other barriers that the program responded to decreased,
a new set of problems Surfacea. Because of the consistency of respenses, this
does not seem to be a substitution effect, but rather the emergence of new
concerns. : |

Finally, the program had a major impact on the perceptiéﬁs of workers
toward the attitudes of their company and union regarding education and training
and TA. We fourd significant positive increases on these factors.

We have found many differences between the T] and T2 workers. These

differences seem to be a direct consequence of the Model I program
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that was introduced and operated between the T1 and T2 surveys, By

repeating the measures on random cross-sections of workers at this site, we

were able to assess the impact of the Model I program, and identify changes

in kr.owledge, information delivery, behaviors, and attitudes. In addition,

the "lack of change" that was found shows that there are sti11 problems that
‘need to be addressed. As a first step in the proceés of improving education

and training opportunities for the makers at the Model I site, we conclude that
the program was a success in affecting knowledge and attitude changes. I must be
remembered, however, that behavioral outcomes can only be assessed in thg |
future after the impact of increased knowledge, improved informatiun and

changed attitudes has a chance to operate.
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B. - Model II
As we stated earlier in this report the model II program did not become

fully operative. We have presented T1 and T2 descriptive findings oQPthe

workers at this model site but feel that any analysis of change would be invalid.

There was no program and therefore there can be no program effects. We did,
however, learn a great deal about process and social experimentation from

this experience. This knowledge was discussed at the outset of this report.

C. Model III

1 - Knowledge and Information

The model III program had three primary components: improved information
delivery, provision of educational advisement and better linkages between
the workplace and the educational establishment. Through this model there
was to be improved infqrmation delivery about T~A and education obportunities
which would increase‘wofkek knowledge in bOth of these areas. Table 25
shows that the program had a highly significant affect on worker knowledge of
T-A. Betweén T1 and T2 the percentage of workers who were familiar with their
T-A plan increased by almost 50 points.

TABLE 25: Change in the percentage of model III workers familiar with the
existence of a T~A plan.

Yes No N
T 25.5 74.5 98
T, 73.8 26.2 84
72-71 ‘ 48.3 -48.3
‘ 2=6.51
Significant = .000
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When we look at information delivery we see an equally large increﬁse in the
proportion of workers who report receiving information on T-A in thé last six
months. As Table 26 shows only 4.4% af the T1 sample reported receiving
information of T-A while at T2 the percentage increase to 52.6%, a highly sig-
nificant.increasé. |

TABLE 26: Change in the percentage of model III workers who have received
infqrmation about T-A in the last six months.

Yes No N
T, 4.4 . 95.6 90
T, | 52.6 47.4 76
T, \ 48.2 -48.2
dh 7=6.99

Significance:=..000

-

While increased knowledge of the T-A plan and receiving information
abodt T-A are important it is also important to see if these workers showed any
change in more specific information areas. To assess this we will look at
knowledge of a) eligibility for T-A and b) the approval process. Tables 27 and
28 show the relevant findings for these two questions.

TABLE 27: Change in the percentage of model III workers who know if they are
\\‘—\\f?igib1e to take a course under their T-A plan.

Yes No N
T.| 10.9 ; 89.1 64
T, 47.4 "52.6 76
T,-T, 36.5 -36.5
fZ=4.68
Significance = .000
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The significant change of over 36 points in worker knowledge of eliaibility (See- - ‘
Tabie 27) shows that the program did provide this specific information to

workers. Table 28 confirms this knowledge of spécific information on T-A.

The significant difference between T, (19%) and T, (40.8%) suggest that the

model program did impact worker knowledge of the approval process.

TABLE 28: Changes in the percentage of model III workers who know how to
. request approval to take a course under the T-A plan.

Yes No N

T 19.0 81.0° 63

T, - 40.8 59.2 76
CT,eTy 218 -21.8

7=2.76

/‘ r . .
Significance = .003

In addition to looking at these direct questions about information and knowledge é/i;
we are able to assess te program's impact in this area by examing any changes in
worker perceptions about inadequate information on T-A being a probiem.

TABLE 29: Changes in the percentage of model III wori:ers who report inadequate
information about T-A to be & problen.

Yes, it is No, its
a problem " not a problem N
T, 66.0 3.0 50
T, 39.7 60.3 58
T-Ty ¢ -26.3 | 26.3
(\\\\ 7=2.7
Significance = .003
_ {
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As Table 29 clearly demonstrates there is a significant decrease of over 26 points
from T1 to T2 in the percentage of workers who consider inadequate information
about T-A to be a problem.

in‘addition to looking at changes in workér knowledge and the receiving
of information_wé are able to assess the program's impact on specific methods
of infprmation delivery. In Table 30, we éhow'changes in the percentage |
of workers who report receiving information on T-A from each source.

TABLE 30: Change in the percentage of model III workers receiving informa-
tion on T-A (yes only).

Method of deiivery T, T, 2  sig.
Employee handbook 4.1 3.6 -0.5 0.19 - N.S.
‘ Handouts to employees - - 10.2 16.5 6.3 1.34 .09'
Mailings to home - 41 9.5 5.4 1.5 .06
Bulletin board notices . 9.2 19.0 9.8  2.09 .02.
In company newgpapers or ‘ . .
newsletter 9.2 20.2 11.0 - 2.29 - 01
In union newspaper 5.0 167 1.6 2.83 .02
At union meetings 1.0 9.5 8.5 2.93 " .002
At company meetings 2.0 14.3 12.3  3.51 .00
From counselor or advisor 3.1 16.7 13.6  3.49  .000
From co-workers 0.2 23.8 13.6  2.67 9 004
From supervisors 6.1 15.5 9.4 - 2.24 , .01
From union representatives 4.1 25.0  20.9 4,54 i .000

\
H
,
/

In every case but one a higher percentage of Tz"workers reported receiving
information on T-A from that source. Only one method (handbook) showed a
non~-significant change while six of the methads showed very significant changes.

Not only were most of these changes significant but for over half of the
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methods over 15% of the workers reported having received information from that
source. When compared to no method with such a percentage at T] it seems
that the program was effective in terms of instituting alternative informa-
tion delivery modes. - \,_

As we stated earlier the mode] III program was not only concerned with
information on T-A, but a?so in 1mprov1ng information delivery about educa-
tion anq training opportunities. As Table 31 shows, there is a significant change
~in the nercentage of workers who reported receiving information about education

and training. The difference of over 27% between T] and T2 suggests that the

program was effective in this area of information delivery.
O

TABLE 31: Change in the percentage of model III workers who have received
information about education and training in this last six months.

Yes No N

T | 28.9 1.1 90

T'Z 56.2 43.8 73
T,-T 27.3 -27.3

2=3.50 .
Significante = .000

Another means of assessing the program's impact in tne education areavwaé
to ook at worker knowledge of the availability nf eduéation advisors from
their company and local union. As Tables 32 and 33 clealy demonstrate there
were significant in;reases in the knowledge of workers between T] and T2. Over -

26% more workers at T2 knew about the avai]abi1ity‘of anoadviser from the

company. For the union representatives the percentage increased from 8.1% at

~
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T1 to 34.3% at T2, an increase of over 26 points.

TABLE 32: Change in the percentage of model III workers who know about a
company representative who can provide advice or information.

/ Yes ~ No/Don't N
[ Know _
T Cas . 68.5 92
T, 57.9  42.1 76
T,-T, 26.4 -26.4
| Z=3.34

Significance = .000

TABLE 33: Change in the percentage of model III workers who know about a
union representative who can provide advice or information

Yes No/Don't N
- Know _
T, 8.1~ 91.9 86
T, 34.3 65.7 67
T,T, 26.2  -26.2
 Z=4.03

Significance = .000

2 - Behaviors

The length of time the project operated and the time span between survey
administrations does not allow us to assess the impact on long-range worker
behaviors. We Were able, however, to assess the programs impact on a number
of short-range behaviorial changes. In addition, we will explore the worker
' responses to other behaviorial questions. We begin by looking at worker
participatiqn in education and training and then examine changes in the use of’

T-A and in the use of an advisor.
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TABLE 34: Change in the percentage of model III workers who participated in an
education program.

Yes No N

T 26.9 73.1 93
T, 26.2 - 73.8 84
T,-T . - .7 7
Z=.10

Significance = NS

TABLE 35: Change in the percentage of model III workers who participated ir
a training program.

Yes No N
T, 20.7 © 79.3 92
T, 15.0 85.0 80
T, -5.7 5.7 |
" 7=.97

Significance = NS

~ As Tables 34 and 35 show there was no real change in the percentages of workers-
who participated in education or training.* About one-fourth of these workers |
report participation in education at T1 énd T2 and s]ight1y less at both times
report participation in training. ' |

In Table 36 we look at the change in use of T-A benefits. While the

increase from 3.1% at T, to 5.9% at T, is small, it represents almost a doubling
of the rate of T-A use. wé would caution, however, that any conc]usiqns from
this would be misleading because of the very small percentages and because of

the limited time that the model program operated.

* Because of large item non-response we were forced to use the questions which

ask about participation within the.last two years rather than the last six months.
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TABLE 36: Change in the percentage of model III workers who. used their T-A
benefits (no and non-response combined)

Yes No/non-response N
T 3.1 96.9 128
T, | 5.9 94.1 85
T2-T1 _ 2.8 -2.8
Z=1.00

Significance = NS

Our final behaviorial criteria examines the change in use of an adviser in
‘the last six months. Since EIA's were trained as part of the project, and a

part of their duties was advising, we would expect to see some increase on

this variable.

TASLE 37: Change in_the percentage of model III workers who have seen an advisor
in the last six months (no and non-response combined)

Yes No/hon-response N
'T1 . ' 5.6 94.4 Lo 128
T, 18.8 81.2 85
T,-T, ' ‘ 13.2 -13.2
7=3.00

Significance = .001

In Table 37 we see that over 13% more workers at T, saw an advisor thanib

at T,, a signfiicant increase.
1 ‘

I11-75



3 - Attitudes

In this section we explore changes in worker attitudes related to T-A, .
education and training, and company and union encouragement. While there is
no assurance that these attitudes will be chverted into congruent behaviors
the changes we explore and the consistencies we uncover are important and
worth discussing.

As a result of the prbgram we noted that there was a significant chaﬁgé
in ;he worker perceptions of the problems of inadequate information about
T-A. Sicne this problem was greatly reduced if will bevinteﬁesting to see
if worker attitudes about other prob]em§.re1ated to T-A use changed. As Table
38 shows 'in every case the percentage of workers reporting a reason as a

problem decreased. The information provided and advice given seems to have

affected problems related to red tape, course and institution covérage,

and costs.

TABLE 38 - CHANGE IN THE PERCENTAGE OF MODEL II1 WORKERS REPORTING A REASON
AS A PROBLEM RELATED TO THE USE OF T-A BENEFITS (YES ONLY)

. Reason ‘ T] T2 T2-T]

—— — ————

Too much red tape in

applying for and getting

approval for education or

training o 28.9 22.6 -6.3

Education pkograms I want
to take are not covered -
under the tuition-aid plan 24.3 22.6 o =1.7

Educational institutions
I want to go to are not

covered under the plan 25.0  14.0 -11.0
‘Not enough of the costs ' ' _
are covered under the plan  36.1 32.2 -3.9

I am not able to pay in
advance, even though I

will be reimbursed : 40.0 35.7 -4.3
I am not willing to pay , ‘
39.5  23.6  -15.9

in advance
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Another variable related to T-A is worker perceptions concerning future

LA Al

use of T-A benefits.

TABLE 39: CHANGE IN PERCENTAGE OF MODEL III WORKERS WHO WILL USE THEIR T-A
: BENEFITS IN THE NEXT TWO YEARS.

Yes No N

T] - ' 65.1 34.9 86

T2 56.4 43.6 78
Z=1.21

Significance = NS

T m—

As Table 39 shows there has been an insignifiCant‘decreasé'in the per-
centage of workers who believe they will use their T-A benefits in the next
two years. Over 65% of T] workers and over 56% of T2 workers thfnk they will

use their T-A benefits.

In the next set oflana1yses we examine worker &ttitudes toward education
and training. he begin by looking at\wofker attitudes apout the personal
importance of further education and training. Table 40’dem6nstrates an remark-
able- amounf.of consiétehcy beéween T1 and T2 workers. In fact, the same
five factors are_ranked the highest at both”times, with oniy minor in'Specific
rankings. C]e&r]y,'these workers consider -education to be important for both

work and personal development.
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TABLE 40: TOP FIVE RANKINGS OF THE PERSONAL IMPORTANCE OF EACH OF THE FOLLOWING
: POSSIBLE USES OF FURTHER EDUCATION AND TRAINING BY MODEL III WORKERS.

L Ty

To complete an educational
program for a diploma, certi-
ficate, or degree

To meet new people

To become a more well-
rounded parson 3 5

For social skills

To improve job perfonnance ‘ 1 1
To learn $kills for hibbies

To be a better union member

To improve my ability to

read, write, speak, and

do math

To be a better parent'

To get a promotion 2 2.5
To improve family life

To prepare fgr'another job

. To better understand com-
munity issues :

To learn more (knowledge . ‘
for the sake of knowledge) _ 5 w 2.5

‘To be a better worker 4 : 4

To prepare for retirement

Preferences for educational programé, locations and methods were also con-
-sistent across survey waves. At.both T] and T2 the highest percenfage of workers
preferred on-the-job training followed by community college and public vocational

schoolzprograms. Preferences for Tocations of programs that ranked highest
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were educational institutions and the work site at both T1 and T2. With

regard to methods of training the workers at Ti and T, agreed the on-the-job
training, lectures and'workshops were their three highest preferences;

In order to determine educationai. joals and ﬁeeds a series of questions
was asked of the workers. Figure 25 shows the percentage of workers who

want to take further education and training.

100%
90%
80%
70% -
60% -
50% A
40% -
30% -
203 4
10% -

3R

78%

Fllllllllllllllllllllll§£

Wave One Wave Two
FIGURE 25: WANT MORE EDUCATION -- MODEL III

At both times a re1at1ve1y high percentage of workers reported that they
want to take further education o. training.

100% - 94%
90% -
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70% -
60%
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FIGURE 26: NEED MORE EDUCATION -- MODEL III ~
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With respect to the need for more éducation we see from Figure 26 that
fewer workers at T2 feel they need more education. This decrease, however,
does not alter the fact that over 80% of the T, workers and 94% of the T,
workers feel that they need more education or training. ‘

As Figure 27 shows, fewer workers, but still a large proﬁortion, report
that they intend to continue their education or training in the next two years.

Over 70% of the T] workers and over 60% of the T2 workers intend to continue

. . N ¥
their learning in the next two years.

100%
90%
80%
70% 4
60%
50%
40% -
30% -
20% -
10% -

ey ot L
ST rrrr I

: ‘Wave One Wave Two ,
FIGURE'27: INTENT TO CONTINUE EDUCATION OR TRAINING IN NEXT TWO YEARS ~~ MODEL III

z

The final set'of analyses related to attitudes aboht educafibna] partici-
pation looks at reasons that wbrkers consider to be problems affecting their
'educationa1 participation. For most of the reasons the peréertage of workers
report{ng these as problems remained relatively conStant'and Tow (see earlier
section for a description). There were, however, a number of reasons that

show significant changes and a number which remain consistent problems for

“a _large proportion of workers. These will be discussed.
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TABLE 4T: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INCON-
- VENIENCE OF EDUCATIGNAL SCHEDUL ING AS A PROBLEM.

Yes, it is No, it is
a_problem not a problem N
*T] 46.4 53.6 84
T, 47.2  52.8 72
TZ'T1 ’ B .8 ' -.8
Z=.10

Significance = NS

Tab]e 41 shows workers perceptions of inconvenient educational schedules
as a problem. While there is no change between T1 and T2 there are over 45%
of the workers at both times w;e perceive this as a problem. . | ‘

- Tables 42-46 look.at changes in problems related to inforﬁation end
advice. For each problem. there is a significanf decrease as a resu]flbf the
model III pregram. Whereas, af T] between 70% and.84% of the workers preceived
these as problems the percentages decreased to between 47% and 55%. While
the information and advice given to workers reduced these factors as prob]ems
there rema1n are re]at1ve1y Tlarge. proport1on of workers who still cons1der
these to be prob]ems re1ated to the1r part1c1pat1on in educat1on or tra1n1ng
programs.

TABLE 42: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO. PERCEIVElINADE-
QUATE INFORMATION ABOUT AVAILABLE COURSES AS A PROBLEM

Yes, it is No, it is

a problem ‘not a problem N

T, © 747 253 87

T, 47.3 52.7 74

T,-Ty .. -27.4 ' 27.4

7=3.61

) Significance = oo
o - L 0 ugdelg




TABLE 43: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
: INFORMATION ABOUT EDUCATIONAL INSTITUTIONS AS A PROBLEM.

Yes, it is No, it is
a_prcblemn not a prohblem N
T, 75.3 ' 24.7 85
T, 47.9 521 73
- : C-27. 27.4
T2 Ty ¢ e

7=3.56
Significance = .000

TABLE 44: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT AVAILABLE COURSES AS A PROBLEM.

Yes, it is = . No, it is
a problem . not a problem N
T . 81.6 18.4 87
T, 5.2 45.8 72
To-T4 ‘ -27.4 _ 27.4‘ \
Z=3.75

Significance= .000

TABLE 45: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT AVAILABLE.EDUCATIONAL INSTITUTIONS AS A PROBLEM.

Yes, ‘it is =  No, 1t is
a problem not a;prob]em N
T, . 71.8 © 28.2 8
T, S 47.9 52.1 on
T,-T ‘ v =23.9 | 2319 i
) 2=3.06

Significance = .001
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TABLE 46: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
: ADVICE ABOUT CAREER OPPORTUNITIES AS A PROBLEM

Yes, it is No, it is °
a problem "not a pi~oblem N
T, | 83.5 16.5 85
T2 54.9 45.1 71
TN -28.6 8.6
/123,927

Significance = .000

Two additional féctors,need to be discussed. First, as Tab]é 46 shows there
were over 40% of the workers at T] and T2 who perceive inability to get a pro-

motion as a problem. Clearly, this was and .remained a concern for a large

group of workers.

TABLE 47: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INABILITY
TO GET PROMOTED AS A PROBLEM , »

Yes, it is No, it is

_ - ~ a problem not a problem — N
T, 4.2 568 88
T, | ' 4.4 " 55.6 | 72
T T, e -1.2 |
‘ | z=.15

Significance = NS

The second facfor concerns favoratism in who get approval. In Table 48
we see that the percentage of workers who consider this a problem decreased from
45.9% at T] to 24.6% at T2° a highly significant decrease. The increased
knowledge and information seemé fo have reduced the perception among workers

that there is favoratism in who gets approval.

»
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TABLE:48: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE FAVORITISM
' IN WHO GETS APPROVAL AS A PROBLEM

Yes, it is No, it is
a_problem not a problem N
T, " 45.9 54.1 - 85
T2 , 24.6 _ 75.4 69
T2'T1 ' -21.3 21.3
z=2.73

Significance = .003

" In order to,determiﬁé if there was any change in worker attitudes about
who they wou]dliike to get T-A information from a list of indiviqga1s (positions_
was provided. As described earlier only a small percentage responded favorably
tﬁ co-workers (8.7% at T, and 8.3% at Tz). For supervisors the percentage
remained high and constant: 45.9% at T] and 48.8% at T2' Fof union represenf
tatives ahd compahy representatives, hbwéver, there'were some Significant,chéhgés.
As Table 49 suggests, there was a significant increase in the percentage of work;
ers-who responded favorably to unidn'representatives, while the;e was a sma]]x
bu]llggnjficant decrease in those who respondeq favorably to company represen-

tatives (see Table 50).

TABLE 49: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO WOULD LIKE TO
‘RECEIVE INFCRMATION ON T-A FROM UNION REPRESENTATIVE (NO AND
NON-RESPONSE COMBINED) ,

xggl : No/Non-response N
T, 21.6 8.4 128
T, 2.9 “ 67.1 85
TZ-T] ‘ , 113 =11.3
_ 7=1.85
Significance = .03
o :1:2;17 )
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TABLE 50: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO WOULD LIKE TO
RECEIVE INFORMATION ON T-A FROM COMPANY R':PRESENTATIVE (NO AND
NON-RESPONSE COMBINED) '

Yes No/Non-response N

T 45.4 . 54.6 128
Ty ' ~ 36.5 63.5 85
T-T4 -8.9. 8.9 -
Z=1.29

Significance = .10

When workers were asked if they would 1like to talk to an advisor about
their education or career plans we found that 96% at T] and 94% at T2 respond-
ed in the affirmative. Clearly, the attitude of these workers:toward seeing
an advisor is very positive. | 7 |

The final set of attifude changes we‘wi]l'léok at are related to worker
pgrcept{ons of their company's and union's attitudes about education and train-
ing and T-A. In Table 571 we see that the percentage of workers who felt that
Qheir company encouraged workers to seek .additional education or traiﬁing f

“increased from 29.5% at T, to 54.3% at T,

TABLE : CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR
 COMPANY ENCOURAGES EMPLOYEES TO" SEEK ADDITIONAL EDUCATION AND TRAIN-

ING.
: igg : No/Non-response N
T 29.5 70.5 95
T, . 54,3 45.7 81
Ty - 24.8 -24.8
| 2=3.35

L | Significance = .000
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When company encouragement for use of T-A is looked at we see that the
percentages at each;time are lower but the change of 24.7% is also highly sig-

nificant.

TABLE 52: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR
' COMPANY ENCOURAGES EMPLOYEES TO USE T-A BENEFITS.

Yes - No/Non-response N
T1 7.4 | 92.6 95
T2 ' 32.1 67.9 . 81
T-T 27.4 -27.4
=4.19

Significance = .000

Tables 53 and 54 look at the same perceptions but as they relate to the
local union. Here we again see significant changes. For encouragement to seek
additional education or training the change is 18.4% and for encouragement to use

T-A the change is 22.6%.

TABLE 53: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR LOCAL
' UNION ENCOURAGES MEMBERS TO SEEK ADDITIONAL EDUCATION AND TRAINING.

Yes No/Non-response N
T, 13.7 T 86.3 95
T 32.1 67.9 81
7T2-T] ' 18.4 -18.4
7=2.92

Significance = .001
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TABLE 54: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR
: LOCAL UNION ENCOURAGES MEMBERS TO USE T-A BENEFITS.

Yes No/Non-response N
T1 9.5 ' 90.5 95
T2 32.1 - 67.9 - 8]
TZ'T] 22.6 -22.6
| 2=3.77 - -

Significance = .000

4 - Discussion

The analyses presented in the preceeding pages tell a great deal aobut the
workers at the model III site and about the effects of the program intervention.
The key elements are discussed below.

lmpact on Knowledge and Information Delivery. As we stated earlier the objec-

tives of Model III were:

o to improve 1nformat10n delivery on T-A and educational and training
opportunities

o to provide education information advisement and

0o to improve linkages between local educational institutions and the
work site.

It seems c1ear from the analyses that worker knowledge of T-A changed as a
direct~resu1t of the program. Not only did more workers receive information
about T-A but many more know that they had a T-A plan and ff they were eligible
to take-tourses under the plan. In addition, fewer workers considered inadequate
inforamtion about T-A to be a problem related to their use of the benefits. .The
program, as instituted,'made use of many methods of information dissemination and
‘significant increases were uncovered for almost every method. Not only did infor-
mation delivery improve for T-A, but more workers also received information about

e
L]
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education and training opportunities.

Workers also became more aware of the availability of comapny and union rep-
resentatives who can provide information and advice on T-A, and educational
and career plans.

As a result of the program, and its component parts, workers at the
Model III site increased the knowledge about T-A and education and training
opportunities. The increased and improved flow of information on T-A and
education to the workers clearly had a strong impact on this increased know-

ledge.

- Effects on behaviors. Time did not allow us to assess dny of the important long

term behaviorial changés that are anticipated as a consequence of this program.
We were able, however, to examine a number of shorter range behaviorial changes.
First, there was a small increase in the use of T-A. While this may not be solely

due to the program, the increase is éncouraging. Second, there was a signifi-

~ cant increase in the percentage of workers who reported seeing an advisor. Since

part of the EIA functions was to provide individual advisement, this increase
can‘be attributed to the model progkam. Finally, we did not uncover any

significant change in worker participation in education or training. This is clear-
ly a longer range outcome, but the attitudinal changes'dfscussed below suggest

that these rates may increase in the future.

Impact on attitudes. While it is too early to tell if attitude changes will

affect.behavior in the future for these workers it is important to isolate

the program effects on worker attitudes. We found that there was considerable

consistency in worker attitudes about the value of education. To improve job _

performance, to get a promotion, to be a better worker and to learn more ranked
the highest as uses for further education and training by both samples of workers.

Related to this is the very high proportion of workers who want, need and intend

'd
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to continue their education.and training. While we are unable to assess if these

goals will be met, we believe that the program has increased worker knowledge

- of opportunities and resources, which can act as barriers to meeting these

goals.

While the model program was successful in reducing the percentage of workers

‘who considered information and advice related factors as reasons for their

non-participation in education and training, these problemS remained for a fairly
large proportion of the workers._'while no new barrier emerged for the workers
the problem of educational schedu]iﬁg did not seem to»be eased, despite fhe attempt
of the model to improve the linkage between educational institutions and the
work site.
Finally, the program had major impact on the perception of workers toward
the attitudes of their employers and union regarding education and training
and T-A. Workers showed a significant positive increase in their perceptions.
Many differences in knowledge, information, attitudes, and to & lesser
extent behavior were found between T] and T2 workers. Most of these changes
seem to be a direct result of the model 1II program that was introduced and
operated between survey administrations. While knowledge of T-A increased, in-
formation delivery improved and attitudes changed there are still many problems
and issues related to T-A and edﬁcation and tréining that need to be addressed.
As a first step, however, the Model III program can be cons{dered a success in
affecting knowledge and attitude changes. .As we vtated earlier, any behaviorial
change can only be assessed in the future, after the increased knowledge, im-
proved information and changed attitudes have a chance to operate.

5 f"Summﬁry and Conclusions

This study of worker education and training was based on data collected.

“"From random cross sections of workers at three experimental and one comparison
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site before the introduction (Wavé one) and after the operation of (wave two)
mode] dempnstration programs. Descriptive.information from the wave one survey
indicated low. levels of knowledge about T-A benefits, little ihformation
delivery, and low use of T-A. It also showed that lack of information and
advice were.problems for many workers. '

Attitudes about the value of further education and training suggested

A thét these workers consider it to be important for work related adtivities,

for personal growth, énd in some cases, for union related activities. The work-
ers also showed very high.lévels‘of educational needs, gda]s, and intents. At
this stage, however, these educational attitudes had not been convérted in
parallel educational behaviors.

The wave one findings also clearly showed that the comparison group could
not serve such a purpose. On almost every variable and especially on every key

variable the comparison group was very different than the other groups. Their

 responses suggested that they did not suffer from the same knowledge and in-

formation problems that the_pthers had.  They were also quite different demo-
graphically'and financially. Beczuse of this we were forced to drop the idea of a
comparison group analysis from the study design. Descriptive information on
this group is, however, presented in this report. '

Shortly after the wave one survey it was realized that the Model III pro-

gram would not become fully operative. As an Edditiona] information source,

, however, it was decided to complete the data collection activities at this site

Déscriptive information -is also presented for this group.
. The wave two survey uncovered a number of interesting findings. The Model
I and III programs affeéted considerable change in the knowledge of workers

about T-A, with Model I workers showing a 25 point increase and Model .:II
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wokkefsvélmost_a 50 point increase. These large increases were clearly due ‘
to the improved information delivery that was at the center of each model. For
workers at both Models the percent who received information about T-A increased
bylalmost 50 percentage points. Iﬁproved information delivery and increased |

knowledge reduced the magnitude of information as a barrier to T-A use. Specific-.

>a11y, over a 23 point decrease was found for workers at Model I and over 26

points for Model III. The model programs improved the delivery of information
about education and training opportunfties to Qorkérs. At T] only about 30%
of the workers reported receiving information on such opportunities. At T, o
the percent increased to over 50%. _

From these findings we conclude that the programs which dperated at the
Model I and Model .III sites were successful in both improving the delivery of
1nformation on T-A and education and training to workers and on increasing
worker knowledge about the T-A benefits. '

As we said earlier, there was insufficient time to assess leng term be-
havior consequences of these programs. Participation rates for education
and training did not change in the six to twelve months of program operation.
Tuition-aid rates increased slightly, but they remained too low to base any
concrete conclusions. Our "quess" at this time is that the increase was due
to education participants who found out about the benefit rather than new learners.
The one area where significant change did occur is in use.of an advisor. Over
13% more workers at Model III and over 21% more at Model I saw an advisor as
a result of the program.

It is clearly too early to make-any conclusions about the affects of the
program interventions on behaviors. Any increases in participation in educa-

tion and training; occupation, career and other adult life transitions; and
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changes in-workp]aee behaviors (productivity, quality of work, morale, satisfaction)
.4wi11 not take place for three, five, ten or more years.

TheEe were a number of attitude-changes that occurred as a result of the
program interVentions. Most of the information and advisory barriers to educa-
tional participation were }educed. Thislwas‘especially true for the Model III
program which had this as one of tis primary objectives. Perceptions of company
and union attitudes toward education and training and T-A also changed dramatic-
ally. Workers felt more positively about their company's and union's attitudes

~after the program intervention than before. We did not find any change ih ed-
ucation goals, perceived needs, and reported intents. The very high pefcentage
or these factors at T] and consistency shown at T2 suggest that a large propor-
tion of these workers aspire to, feel they need more, and intend to continue their
education and training.

The true test of the interventions will be to see if the increased knowledge
and the imponed information delivery can bring education and tfaining behaviors
closer to education and training espirations, perceived needs and intents.

In conclusion, we suggest that the program interventions at the Model I
and Model III sites had a signfiicant impact on horker knowledge, delivery of
information to workers, and worker attitudes, particularly toward their company
and union. A1l of the f -oblems, barriers and concerns of workers, unions and
companies related to education, training and T-A have not been responded to or
solved by these model programs. Further experimentations, research, and program

and policy related activity is needed.
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CHAPTER FOUR

THE CASE STUDY
OF THE
MODEL 1 JOINT TUITION ASSISTANCE
DEMONSTRATION PROJECT

JANE SHORE
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I.” INTRODUCTION

o Beginning in 1979, Californie telephone company employees
wete provided with a comprehensive system of information on lo-
cal educational opportunities, through a labor-management col-
laborative demonstration project which operatea for a year.

' With a focus on the company s tuition refund plan, General
Telephone and Electronics and the Communications Workers of
America targeted education information to hourly employees in

Zthe;Pomona Valley area. .

H l Thisvekperimental effort was part of the National Insti-
tute for Work and'Learning *(NIWL) Worker Education and Train-
ing Policies ProJect, conducted under contract with the. Nation-
al Institute of Education in Washington, D.C. For over three °
years, NIWL has,researched employee use of workplace-provided:
education and :raining, focusing on the low use rates of many
education plans and what can be done to enhance their'usage.
Fro#‘this research emerged threelmodels or strategies to boost
kno%ledge and use of worker educational opportunity.

| The first model ("Model 1"), involving provision of infor-
mation, was operated ‘through the Pomona demonstration project.l
Under NIWL auspices, eneral Telephone of Califorw:a (GTC) and
the Communications Workers of America (CWA). Local 11588, col-

laborated on the preject, which provided information through a

—

Vol

* formerly the “ational Manpower Institute

1l The other tuo wodels involved in addition to information de-
livery, the interventions of educational counseling and advise-
ment and de velopment of linkages between educational institutions

" and the workplace
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variety of means to a target group of 1800 Pomona-area hourly
employees regarding -the company-sponsored (nonjnegotiated) tui-
. tion reimbursement plan as well as local educational opportun+
ities. In concert with NIWL, an approach plan was designed and
~a localk site coordinator was selected to administer and coordi-
.nate the effort for the period the project would run (June 1979
to summer 1980). The approach plea. providedlfor both the "tra-
ditional" means of infor;ation delivery (i.e., notices and ar-
ticles in company and union newsletters; bulletins, posters,
etc.) as well as the establishment of "Education Information
Advisors'" (EIAs), who were workers selected to apprise their
peers of learning opportunities and of the company tuition re-
fund plan. |

Through the operation of the demonstration project, NIWL
could bc "2 to test some of its earlier learnings and hypoth-
eses wh if validated, could yield valuable insights to
others seeking to broaden worker educational opportunity. If
iﬁproveo information deli#ery seems to significantly increase
-workers' nwareness of educational benefits, then policy-makers
and‘employee education program officials in other settings may
be better,able to-chart a successful course toward expanded
learning opportunities for workers in their area.

For the company and the union, involvement in the project
was an outgrowth of their long-standing beliefs in the impor-
tance of education. Without the institutional support and com-
mitment to the project evidenced in numerous ways by both organ-
izations, the project would never have become a rea1it§. Also,
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operation of the demonstration project enabled them both to
gain a clearer sense of the educational needs and iﬁterests
of hourly employees and to facilitate those employees' pur-
suit of learning opportunities available.

As part of the effort to assess the impacts‘of the demon-
stration project, on-site interviews were conducted in June
1980 with nearly 30 persons who were involved in the project,
including the site coordinator, company and ﬁnion officials,
suﬁervisors,_local educators, EIAs, and other workers. This
case study report is based on those interviews, anaiysis of.
project documents and reports, and the results of surveys of
workers in the target group, conducted at the beginning and
the end of the project period.

This report begins by discussing the problem of insuffi-
cient information about edﬁcétion faced by many workers as Qell
as the NIWL model defeloped fo.address this problem. The spe-
cifics of the California demonstration project are then out-
.lined--inclucding the roles and features of the key institutions
and parties both before and during the project, as wgll as a
chronology of project events. Next, project outcomes are
assessed, in terms of impacts on workers and project partici-
pants, the relative success of different interventions, and lo-
cal perspectives on next steps. Finally, a summary and conclu-
sion is presented, with a discussion of issues and areas for

future attention.
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II. THE PROBLEM: EDUCATION INFORMATION FOR WORKERS

Why the Model 1 focus on information? Why was the devel-

opment of an education information delivery system seen as 3o
important to the effort to broaden worker educational opportun-
ity? | | _

NIWL'Q research has poi%ted repeatedly to the crucial im-
portance to wofkers of information about educational benefits
available to them. As is obvious, workers will nof use an edu-
cation plan if they do not know it exists. And rates of use of
tuition aidl plans are astoundingly low--about 4 to 5 percent
nationally, and even lower forlhourly workeré (possibly as low
as 1 percent). At the root of the NIWL perspective is the no-
tion that although not every workéf may want or need education,
every worker should be aware of the opportunities available.
The element of choice is key, and certainly without information,
one cannot make an informed choice. ‘

A 1977 NIWL survey qf over 900 wdrkers yielded surprising
data regarding the extent'of lack of information as a factor
- inhibicing employee use of tuition refund plans (see Charner
et al, 1978). Neariy 44 percent of unionized workers reported
that they lacked information about their tuition aid program.
Also, when reasons for non-use of tuition aid benefits were

assessed, lack of information was found to be more critical

1 The terms "tuition aid", '"tuition reimbursement', and ''tui-
tion refund" are used interchangeably throughout this report.
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than level.- of educatien, age, or inadequate counseling (Charner,
1979). Furthermore, as both Charner (1980) and Cross (1978)
point out, there are indications that the impact of lack of in-r
formation may -be even stronger than surveys suégest, because
certain other perceived barriers (such as scheduling problems

or limited course options) may in fact be due to inadequate in-
formation.

” In addition, there is evidence of a high level of worker
interest in using tuition-aid as well as strong beliefs in the
importance of education. Charner et.al found that 64.7 percent
of nmonparticipants in education and 70.1 percent of participants
in education who did not use tuition refund would be likely or
certain to use it if problems and barriers were’ removed (1978).
A large proportion of workers cited ‘education as important for
everything from improved job performance to being a better citi-
zen and a well-rounded person. Thus it would seem that efforts
to reduce important barriers to education nse, such as lack of
information, would significantly enhance worker educational op-
 portunity. And it was this idea that led to the development of
Model 1.

IITI. THE MODEL: REDUCING INFORMATIONAL BARRIERS

Model 1, focusing on information delivery, was designed to
remove barriers to“empleyees' participation in tuition aid plans
that result from a lack of knowledge about the plans. The

strategy called for development of a delivery system to apprise
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workers of the nature of the tuition aid plan, the procedures

and benefits of the plan, and other information related to the

plan.

The system could include:
greater involvement of line supervisors and shop stew-
ards in the delivery of information
development of peer advisors or '"education information
advisors" (EIAs) | |
increased use of mailings and printed descriptions of
the plan
handouts at the gate
management-or union- sponsored meetings to discuss the

possible benefits of participation

other means of delivery to be determined locally.

Further, this delivery system could be used to provide infor-

mation about available external and internal education and

training programs.

Other elements of Model 1 included:

) allocal planning committee, composed of labor and

management representatives and responsible for local

program design and administration

a site coordinator, selected by NIWL based on the lo-
cal commiﬁteefs recommendations. The coordinator would
be responsible for day-to-day program operations, lia-
son work between NIWL and project participants, and

record-keeping’and reporting to NIWL and the committee.

education information advisors (mentioneq above), who

would inform workers about tuition aid and educational
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‘opportunities and convey to the committee the learn-

" ing needs and difficulties of workers. EIAs would re-
cord data on each worker contacted on forms transmitted
to the coordinator and NIWL. ; |

Assessment of the individual and institutional impacts of
the model would be done through a worker survey questionaire

and a case study, enabling both quantitative and“qualitative .

accounting The survey questionnaire, administered on'"two oc-

" casions twelve months apart to a randomly selected group of

100 workers, would permit measurement of aggregate changes in

worker_knowledge;’attitudes, and behavior regarding education

and training resulting from the demonstration project. Fur-
ther assessment would be provided through a program diary or
report kept bv-the site coordinator, as well as information -
about participating workers'provided by the EIAs

' Having outlined the central problem of education infor-
mation and the model program designed to address it, the stage

is set to move into the specifics of the C:.ifornia site in

which the model was carried out.

IV. THE PROJECT: KEY PARTIES

A, Site Selection

The selection of the Pomonawsite Began in Spring‘1979.
,_Several members of the CWA International staff had worked with
NIWL in its efforts to address the problem of low worker util-

rization of:educational benefits. They brought the demonstra-
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tion project idea to the attention of CWA President‘Glenn Watts,
who. fully supported involving the union in such a project. He
was also presented with the NIWL criteria for sites, which were
as follows:

e A tuition aid plan covering 1,000 or more workers (the
plan ‘does not necessarily have to be a negotiated item--
it can be established as a result of unilateral action
by the company)

e Preparedness to establish a committee of labor and man-
agement representatives to oversee the adoptead model
program or to jointly vest fesponsibility and authority
with another organiiation

e An industrial or public agency setting that employs
mostly blue-collar and/or pink cellar: skilled and
semi-skilled workers |

) Pfeparedness to identify and provide for a random
group of 100 workers to be surveyed at the beginning
and the end of the demonstration project

° Preparedness on the part of management and union to
‘make company and union facilities available on a
scheduled hasis to the program coordinator and edu-
cation information advisers .

e Interest to participate in a national policy research
project and to‘contfibute to enhanced uﬁderstanding of
tuition aid programs and how they can be more fully and

advantageously used by workers.
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President Watts contacted the President of éTC and briefed him on
the project, with the result that the latter agreed to participate.
Réportedly, both the GTC President and th; leadership of General
Telephone~and'Elegtronics Corporation in Connecticut-had a strong
belief in the importance of'employée education, and this was a key
factor in their willingness to partiéipate in the project.

_ In egrly May, 1979, NIWt representatives met in California
Vith members of GTC and CWA District il, to explore in greater de-
tail the feasibiliﬁy of establishing a demonstration~éite in the
region. The meeting resultea in an agreement to proceed with the
project and with the designation of a ibéal planning committee,
consisting of Reid Pear;e and Villiam Demers, assisfants'to'

Dina Beaumont, then District 11 Vice President; Charles Green,
GIC's Labor Relations Director; Jerry Tucker, GTC Training Di-
rector; and Thomas Garcia, Area Pérsonnel Manager. Agreement
waskalso reached that the project would address itself to an
hourly worker‘pqpulation‘ﬁith low rates of participation in
education and training and includin many inority group mem-

bers. An aréa would be chosen with a working population with

. socioeconomic characteristics roughly'approximating Los Angeles

County. The selection o. a site coordinator, probably from the
union, was also ‘discussed. A memo of agreement was drawn up by.
NIWL, stating tl.e pruoj~ :'s purpose énd the responsibilities of
the various parties. It als& probi&éd for the services of.a

part-time secr=tary for the site coordinator and for NIWL staff

assistance and consulting services for the coordinator and plan-

‘ning committee as needed. The agreement was signed May 22

' (see Appendix A).
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By June 1, the Pomona target area had been designated and the
site coordinator, Clifton, had been sélected. The coordinator was
a PBX installer (and had been in various GIC posiﬁions for over
twenty years) and had also served as secretary-treésurer of the lo-
cal union for foﬁfteen years, as well having beéh.a“shop steward.
Clifton and the site coordinators from the two other demonstration.
projects NIWL had establighed came to Washington in eariy June for
two days of project orientation; e.g., the goals'of the Worker Ed-
ucation and Training Policies Project, the projected activities of
the demonstration site, and the duties'gf the coordinator. Plans
were made to get the project underway in theQnext month. First |
steps would include administration of the first worker survey and

selection and training of EIAs. -

B. The Company

General Profile

General Telephone and Electronics, headquartered in Stam-
ford, Connecticut;“operates telephoné systems in over thirty ‘states.
While large cities are usually part of the Bell System, General
Telephone tends to cover the outlying areas. In California, Gen-
eral Telephone operates its largest system, employing 25,000 peo-
ple, of which approximately 4,000 are management and the rest are
hourly. GTC headquérters are in Santa Monica in the greater Los
hngeles area. '

GTC has experienced tremendous growth recently. Service de-
:ands have created a quickly expanding workforce. The number of
hourly employees has jumped from 13,000 three years ago to the cur-

‘rent figure of 21,000.

1

~
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Growth in service demands has produced financial st;ains
on the company. Contributing to this is the fact that Gfé is a
regulated business; and rate increase requests are subject Eb\
the deliberate review processes pf the California Public Utilj\\
ities Commission. B A o\

The rapid growth in service demands in its operating area
‘has caused the company to hire large numbers of new employees
during the 1976:1980 period. It hes also obligatedjthe company
to significantly increase the overtime work assigned,regular
hourly employees. | |

ﬁntil recent months, this rapid employment growth created
an internal labor market at GTC characterized by exceptionally
high vertical and horizontal mobility. This wa: encouraged by
job transfer policies that permitted imternal transfer after
one year on any given job. In recent months transfer policy
has been changed, in effect, to requirezup'tq'two_years in a given -
job before transfer eligibility.

Another condition within GTC has been rapid technological
change, leading to marked shifts in the way jobs are done and
the skills and resources required to.do those jobs. An often
'expressed view is that electronics is the company future. The
lmplications of the above conditions for education and train-
ing are discuqsed later.

Recently, two new quality of worklife programs have been
introduced at GIC. One is flextime enabling employees to
vary working hoﬁrs; the other is the '""Cooperative Employee

Assistance Program," a joint labor-management program designed




to addfess employees' work and person;1 life problems.‘ There
is no cléar consensus regarding'whether or not flexitime is
used to pursue outside education; it is known to better enable .
employeés to meet non-work demands.

The Target Group Workforce

The target pbpulation for the demonstration project de-
scribed here consisted of the:.approximately 1800 GIC per diem employ:
ees witﬁin the Pomona Valley, a region of eigﬁt cities with a total
population of 351,660.1 Most employees in the target group
work at one of three locationms:

e Pomona Division Headquarters, or the 280 Locust Build-

ing, the area's central office, in which customer ser-
vice, records, and repairs are handled. Reportedly
this worksite includes a large number of new hires, ‘ N

many of whom work in "Traffic' as telephone operators.

e Bonita Complex, fhe unit which handles installation
of'business and home phonés.: Many of its employees
spend most of their time in the field and use the fa-
cility only as a base of operations.

. e Supply and Transportation Division, or fhe Ficus Com-

plex, which employs about 700 production workers who
assemble and repair equipment and trucks. The largest

worksite, the Ficus complex has a sizeable Spanish-

speaking population, Many new hires begin at Fieus..

1 1978 data.
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The project's target group consisted of 55 percent women'
and 35 percent minorities (slightly higher than the minority
population of Pomona Valley), and ages rangéd from eighteen to
sixty-five. 1In the initial survey of workefslAabout three-
quarters of respondents‘ﬁere leSS'thanAthirty-five years old
and about 26 percent were of Hispanic origin. Most.respondents
had mére than a high school diploma or equivalent, with nearly
half reporting some college. While approximately ohe-third of
_ regpondents reported an annual income of $15,000 or more, ovef"‘
one-third reported incomes of less than $10,000.

Internal Education and Training at GTC

A majof result of both GIC's tremendous growth and the
rapid pace of technological change has been the development
of an extensive internal (company-provided) training system.
Training needs of the workforce can be expected to skyrocket
evenAmore in the near future as the communications industry,
- by several reports, "will be radiéally altered within the
next five years." Thoﬁgh company training focuses mainly on

current skills needs, the company will have stfong need for )

1l The first survey questionnaire of the project was administer-
ed by NIWL staff to one hundred randomly selected workers from
within the target group at three GTC locations in July 1979.

In June 1980, the same questionnaire was administered to anoth-
er randomly selected group of one hundred workers in the target
area. Administration of the same survey at the beginning and
the end of the project enabled assessment of the impact of the
demonstration model on GTIC workers' use of education an@"

training, including tuition aid. -
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for people trained in the sophisticated conceptual thinking
that will be key to the industry ef the future.

This strong emphasis on the value of education'and train-
ing,represents a change in past'companyfpraétiee. In fact,.
‘dmanxxof its managers and supervisors have moved up the com-
pany\eareer ladder with little formal edueation. "Now, how-
ever, a college'degree is mucn more a prerequisite for a high
or middle management position, and the emphasis on education
- shows no signs of abatement. |

To meet the almostlconstant need for both technical and
managerial rkills training and updating, a large system of GTC
"scnools" has developed, with the schools available o workers
on a combination seniority/company need basis. Courses last
from one-day to. several menths and are held at training'centers
throughout gaiifernia, the largest of which is in the Monrovia
GTIC office (near Pomona), an office which also houses the tui-
tion refund office. By one estimate, GTC has the largest train-
ing system of any General Telephone company employing several

\

hundred trainers. \

According to ene company official the Public Utilities
Commission staff reels that GTC spends too much money on its
training system and that the costs of this training should not
- be passed on to the consumer. Thus, the commission does not
feel-that training sums should be calculated into rate increase
requests.

'In addition te'GTC's'separate-seneeisrdr training centers,
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there arefvideotape machines which are used by employeesmto view

training tapes,. The facilities also include conference and -

vffmeeting rooms which are used by schools that offer instruction

on the company premises Reportedly this arrangement is of
great benefit to GTC because, as a cpmpany representative ex- -
plained/it despite GTC s impressive training network, ''no one
company can/provide 'a complete training system. In this sense,
we are pantners with the educational system.'"l ’
Educational counseling and advisement are available to
hourly and management employees through the area training co-
ordinator management staffing representative, or designated
individual in the Personnel Department. nThis counseling is
usually arranged through the‘employee's imrediate supervisor.
/ Despite the obvious emphasis on in-house job-related train-
ing and the necessity of suth training for mobility within the

company, GIC has no formal career lattice program. A company rep-

-resentative stated that while such a career program 1s "in the -

works, " currently, it is only in management ranks that there is
a formal company-wide program for.carcer mobility. Neverthe-
less, the awareness prevails that training is necessary to pro-

gress at GIC, and this awareness reportedly contributes to a

‘general,belief (especially among newer employees) in the impor-

tance of education, whether obtained internally or externally to

the company .

1l In certain instances throughout this report, quotations are
used which represent paraphrases of individual's statements
rather than their exact words. This is done in the interest of
clarity of communication, and in no case were meanings of state-
ments intentionally altered

| N
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What does the first survey reveal about these GTC employ-
ees' attitudes and beliefs about education and training? Nine-

ty-seven percent of respondents cited on-che-job training as a

preferred method of learning (followed by workshops or confer-:
ences and lectures or classes). .Of'those‘who had used educa-
tion and training, the most common motivations for participa-
tion reiated to:obtaining credentials, career advancement, gen-
eral knowledge, and wage increases. Education institutioms and
the work site were the two most preferred locationé for educa-

. tional : rograms. Ovef half of respondents (58%) felt that

GIC dces encourage employees to seek additional edvcation and
training,land about 80 percent indicated their intention to
continue their education in the next two years. About one- i -
third éaid that there is a designated person within the company.
to provide educational and career information and advisement
(the majority didn't know); also about one-third said they them-
selves had,reéeived educational info:mation within the six

months prior to the survey. Over 68 percent stated they would

consuit an educational advisor if available. These latter find- -

ings suggest that'prior to the program interventions, most work-
ers did not know that there were designated individuals to pro-
vide informatioﬁ and advice, few received information, and many

wanted advice. : S

The GTC Tuition Refund Program

‘_According"to Training Department rec-rds .in December 1961,
GTC began reimbursing its embloyees for tuition costs of educa-
tion at outside schools. The practice has continued ever since,
though aspectsnof thé tuifion assistaﬁce plan have been altered
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a number of times along thé way. The personnel practices guide-
lines covering the company offering were last chaﬁged in Jan-
uary 1978. The guidelines roughly approximate thdse of the
parent compény, but there are variations between plans within .
the GTE sjstem. |

Accordiﬁg to the Personnel Practices guidelines of 1977,
"The :uition-aid,progrém has’béen adopted to provide financial
assistance in the form of tu;tion-aid}for all regular full-time
emplo&ees in their efforts to improve job performance and to
prepare themselves for future advancement " (General Telephon.
Company of California, 1977:1). All regular full-time employ-
ees with'at'least‘three months'lservicé"rére eligibie to apply:
. The voluntary program does not guarantee promotion or continued
emplbyment and must be taken during nonwork hours and not inter-
fere with job responsibilities (with occasiohal exceptions made
to the latter provision).

Courses must bevapproved in advance. quoh.proof of course
completion, with a grade of "C'" or better, employees,are reim-
bursed’for 75 percent ofituition cha;ges, registration fees,
books, and necessary materizls. Certain "high potential” man-
agement degree candidates are eligible for 100 percent reim-

) bursement, with a letter of approval from the area manager and
Vice President. | |

_ . - Employees can enroll in all accredited public and private

.scﬁools, colleges, junior colleges, universities,\extensioﬁ

- courses, and tréde and correspondence schoois. If\an employee'

is in a degree progfam which has received supervisory approval,

‘courses which are a prerequigite for the degree may be covered,
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even if they do not appear to be directly career-related.

To apply for tuition refund, employees submit a self-ex-
planatory application form to their immediate supervisor. ’Thet
supervisor reviews and signs the form and for&ards it to the
Tuition Aid Coordinator's offiée1 i. Monrovia where it is
checked for proper adherence to company procédure. Assuming
there are no problems, approval is granted. The application .
aﬁd approval proéedure is normally required to be completed
pfior to school reéisttaé&oﬁ. Thé reimbursement process takes
aﬁproximat¢1y two weeks or less,ffom the time proof of satis-
factory comple.ion is presented. Use of tuition refund is re-
corded in workers' persovnnel files, if the employee of supervisor
submits a record of such use. ; J |

It is the responsibility of the immediate supervisor to
provide basic information on the tuition refund program. Tui-
tion aid policy is described in the Personnel Practice Manual
and is also mentioned in the Employee Benefits Plan Handbéok
and during new employees' orientation. |

© Aside from the above, priof to the demonstration project,

the main form of advertising tuition aid was through occasional

articles in Geﬁéral_News,'the company paper mailed to all em-
ployees' homes. It also éppeared in area publications handed
out at work, bulletins, and on "Update", a special foll-free

number with information for émployees,

In 1978, GTC budgeted $125,000 for tuiEion refund and

1 The tuitioﬁ aid plan is administered by the coordinator, who
is a Training Specialist assigned half-time to tuition aid.
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expended $181,407. It represented the first time that tuition
aid had not’been-overbﬁdgeted. The budget, which comes out of
the Personnel Department, has jumped since the early’197bs when
it was apprbximately $20,000. Although the refund budget used
to be divided by management and hourly, the two groups are now
jointly budgeted. ‘

‘In the GIC tuition refund program, there were 276 comple-
tions in 1975, 361 in 1976, and 557 in 1977. Eight hundred
applications for tuition aid were approved in 1978. (In that
_ year, 15 employees in the demonstration project target area or
less thaﬁ\l ﬁercent received<réimbursement.) The reasons given
for the company-wide increééés[in tuition aid use since 1975
include the following: )

e The tremendous growth in the workforce

e The need for more supervisory personnel (drawn from

company ranks) -

e The increased emphasis on formal education credentizls;

¢ The jump in ﬁse of the Azusa Pacific and Redlands de-

gree programs, and- ‘ ‘ |

Q The fact that GI Bill benefits began running out sev-

eral years ago. (Employees are prohibited from draw-
ing both GI and tuition refund benefits.)

Traditionally, GTC's tuition refund program has been used
to assist current or future managem;nt employees, especially
in fields such as engineering or éccounting where managers are
required to have academic credentials. They are often actively

encouraged to use the program. Virtually all the company rep-

w-25
15 S



resentativesfinterviewed for this case study Had themselves
used tuition refund. Several interviewees stated that a much
larger propo;tipn of users of the plan are from management
ranks than from hourly. The program is considered to be an

3

aid in;recruitment of both management and hourly employees.
Also, many deecribe the tuition refund program as pnnviding
an incentive for people who are coneidering,continuing their
education but are not yet firmly committed to it, in which
case the financial assistance may pfdvide the last needed
push. » |
On-site interviews revealed differing perceptions of the

main purpose of the tuition refund program at GTC. Generally,
interviemees vieweq the program in one of’the following ways:
e A meanSFFO‘snpplement internal company training when

company schools are filled or limited_ |
e A personal self-development tool to provide the broad
) education not offered in the company's.na:rower, job-

related training adtivities.. " |
o A preliminary to company training. | N
e A way to get. a degree to meet company educational re-

"\
——, quirements

e A low-cost way for the company tq train employees and
,'ptepare them educationally for the future
| e A strictly job-related training tool, especially for
- high-skill or management employees | _ -

e Financial assistance not available for private colleges

e Financial assistance for college education only
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e A way to ;et a degree even if it is not all career-re-
“lated, and
° AnfinQestment in the employee's futuge in the company;
i.e., an indicator of motivation and self-development
which ﬁill be coqsidered in promotional determinationms.
As the above'indipates, there was little agreement on the puf¢'
pose of the tuition aid plan. |
Considerably more consensus existed among interviewees re-
gardiﬁg the level of awareness of tuition aid prior to the dem-
onstration projéct.' The majority viewpoint was that many em-
"wbigiééémﬁé& little or no awareness of the tuition refund pro-
gram before the pfoject. Nevertheless, the exteht.to which
'this'broved true through the results of the firét survey sur-
prised a number of people at the site. Several of them stated
that at the oﬁtset_of the project (before the su;vef), they saw
no particular:need to promote the tuition refund plan. As one
company officiél'expressed it,
At first, I didn't understand why there
- was a need for the project. It's such a
good tuition refund plan, why wouldn't
people use it? And to me it seemed that
there were many people who were using it!
But I later found out that there was a
definite need to encourage people to.use
the plan. )

here was, however, a common understanding once the pro-

~ject got underwa . what’its major objectives were. Most
iﬁtervieweés descr?bed he project as désigqed to promote
awafeness'6£ GTC's tuition T benefit and, if appropriate,
to éncourage peop1e to usé¢ it.

The first survey of em.loyees revealed that 41 percent
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were unfamiliar with the tuition aid blan, and only one in
five saidlthéy had received information on .the plan in the

six months prior to thg,survey; Of those employees who were
familiar with the plan, almost 70 percént of respondents in-
dicated they did not know how to request ;pproval for a course
under the4plan, and a majority were unaware of whether or not
-they'were'eligible to use the plan.

The initial wbrker survey showed that the most common

. perceived barriers to. use of tuition aid were lack of infor-

mation (cited by 667 of respondents), inabilitylto pay educa- .

tional expenses in advance (42%), inadequate cost coverage
(32%), and red tape in the application process (25%);

’,Onlf about one in four survey respondents felt that the
company encouraged employees o use tuition aid. Less than -
one in three reported receivingléncoﬁragement fromgany persdns

to use tuition aid; of those who did, friends outside of work

~ followed by supervisors and co-workers were the most frequent-

ly mentioned individuals. .
The most commonly cited sources of information regarding
tuftion,aid according fo fespondents were supervisors, the em- -

ployee handbook,_co-workers, and company newspapers. But, in

no case did more than one quarter of the employees receive in-
- formation from any one source. Respondents most ftrequently

‘cited supervisors (70%) and company representatives (48%) as

the preferred sources of‘inforﬁation on tuition aid.
Nearly 58 percent of surv;y respondénts anticipated using
tuition refund.yithin the ﬁext two years. Thus, interest in
w28 |
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using tuition aid was evident prior to the demonstration.pro-
ject, but lack of information about the plan was widespread.

GTC Involvement in the Demonstration Project

Throughout the demonstration project, the company made a
strong commitment of time, money, and.resources'without which
the project would not have been possible. From its.initial
willingness to participate to its openness to future action at
the project s close, GTC evidenced a responsiveness and in- -
terest in the project' s aims that is noteworthy

GTC s continuous support of the project came in many
ways. After opening its doors to NIWL, the company reieased
- the site coordinator from his regular duties for a year and
gave him full access to company resources and personnel;aa
appropriate to carry out the project's functions. Two company
secretaries spent many hours arrenging for workers to be iden--
tified, notified, and released for the two surveys. They also
typed site coordinator reports, minutes of Education Committee1
meetings, and other project memos and documents Two hundred
workers were released from their~dutie§\i3”order to respond to
: the survey questionnaire. The Tuition Aid Coordinator was sent -
at company expense to three NIWL dialogues on worklife education

and training. ‘And, perhaps topping the list of evidenca of

GTIC's strong commltment to the project, each EIA was given four

1 The committee composed of the EIAs which met once a.week to
discuss project activities and EIA roles, functions' and strate-
gies.
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hours or release time a week to attend committee meetings and
- -ddvise workers. | w
"~ Several individuals within the company were involved in
facilitating the initial development and acceptance of the pro-
ject. The Director of Training, Jerry Tucker, and the Labor
Relations Director, Charles Green, were given oversight respon-
sibility for the project, attended several meetings, and re-
viewed thelsite coordinator's activity reports. The Labor
Relationa Director approved the coordinator's employment status
- ror the year, both initially and when the position was extended.
The Training Director also monitored the project-related ac-
tivities of the Tuition Aid Coordinator.

Working closely with the site coordinator nn a more day-to-
day level was Tom Garcia,.the Area Personnel,Manager. In the
early stages of the project, he explained it to'supervisors,
outlining to.them the roles and responsibilities of the coordi-
nator and the EIAs. This included clearing the way for the ve-

1 lease time arrangement. He also assisted in NIWL‘site visits
-and planning. Later, the new Area‘Personnel“Manager, Marcel
Turner,‘handled.personnel shifts among EIAs and their release

- time arrangements, attended several Education Committee meetings,
reviewed reports, cleared the way for the.second survey, and
‘generally served as the company contact for the site coordinator.

‘The involvement of Jan Stancer Training Specialist and
Tuition Aid Coordinator in project activities included
periodically,providing ‘data on tuition aid use to the
coordinator and the EIAs, attending several project meetings

" 19-30
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and one of the °survey‘-“administrations, and delivering a pre-
sentetion'at the three NIWL regional dialogues on the GIC tui-
tion refund program. She also:helped to prepare a brochure on
tuitiqn'refnn& (Appendix B). The Management Staffing Representative
for the‘tatget group area, Susan Reich, also attended several
Education‘Comnitteekmeetinés, kept in contact with the gite
coordinatorn and made the college catalogues in her office
available to him. Also, qﬁé disseminated the tuition aid bro—‘
chure in the educational counseling she routinely provided to
employees entering management; Severai supervisors attende&
group meetings held by EIAs to discuss tuition tefundpwith
employees; One wrote a memo to fellow supervisers explaining
the project's activities and goals and EIA releese time policy.
Other company iuvolvement throughout the project year in ﬁ
disseminating information on tuitien refund included several

| articles in the company newspaper, General News: (Appendix C);

bulletins; and the customary inclusion of tuition aid in new
employee orientation.
Thus, GTC was involved in the project continuously,,in
. numerous and signifieant ways. This involvement made the ptoj—
‘ect possible and made clear the company's interest in alerting

hourly employees to the educational opportunitiee available to

" them.

C. The Union -

~ General Profile

Historically known as the ''telephone union", the Communi-
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‘cations Workers of America, AFL-CIO, has a membership of

625,000 reaching into almost every American community. Head-.
quartered in Washington, D.C., the CWA has in recent years -
broadened its constituency to include workers in all fields
of communications as well as growing numbers of public sector
employees. The CﬁA has been affécted by financial strains,
and ‘it recently switched from a flat dues structure to one of
two hours pay per month, in an attempt to ease its economic
burden. , _

The union is divided into twelve geographic districts.
Local 11588, which encompasses the target group employees, is
part of District 11, which is headquartered in Los Angeles.

~ The Local, with 5,300 members, including non-GTC empioy-

ees, covere a large geographic area and is one of the CWA's

- largest locals. Its membership is 55 percent female. The lo-

cal's facilities, in Colton, include classrooms in the union

_ hall and an auditorium in an adjoining building. The local;

pwolishes a monthly newsletter, The Union Review. //

/
/

- According to union representatives, the CWA has alwaye

voiced strong belief in the importance of education for its
members Prior to the project, they report their\main area
of educational involvement was in shop stewards' training.
Stewards function in almost every work group. throughout GTC.
Stewards are paid by the union and are regularly given release
time by the - company for grievances and other union business.:
By and large, the results of the initial survey indicated that
Before'the project; the union was not perceived by employees as
‘Iv-32
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having a significant role in providing education for members.

Involvement in the Project

Officials of CWA District 11 played a key role in select-
ing the site coordinator and the Pomona target area. *?Feid
Pearce, Administrative Assistant to the District Vice Fres.-
dent, also attended planning meetings, participated in NI'L
site visits, and later gave union approval for the extemsiou
of the site coordinator's positibni'

‘Initially, the project was e#plained to officials of
Local 11588 by the District Administrative Assistant and the
site coordinator. The President and Second Vice President of
the Local, Michael Crowell and John ‘Strickland, met with NIWL
staff and the Senior Project Consultant toAdiscuss potential
involvement of:the union in the project. éubseguently, Crowell
and Strickland invited NIWL representatives to explain the
project to the Executive Board of the Local, which expressed
an interest in heing involved. Vice President StricklandA

attended several early Education Committee meetings and served

on the project planning committee

The Local kept in close touch with the site coordinator

and offered him considerable resources of time, materials, and

- access to the membership. It was through 11588's resources

that the coordinator developed posters on_tuition_aid'(see |
Appendix D) and mailed a first-class letter explaining tuition

aid to all target area employees‘(Appendix E). Also, the lo—

cal's newspaper, the Union Review, published periodic articles
by the coordinator encouraging members to use their tuition aid
Iv-33
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benefit (Appendix F). In addition, the coordinator would oc-
casionally make presentations on the project at membership
meetings of the local A

- IhuS. the union became involvedlin the project in several

very significant'ways, playing an active part in developing key

\aspects of the information disseminatlon strategy and providing

the coordinator with support and resources.

D. Educational Institutions

The demonstration project was situated in an area rich in
the number and diversity of educational institutions and offeri
ings, as well as institutional comm:tments to- providing educa-
tion to | adult workers. ' f

The region includes twenty four-year colleges and three}
community colleges. Not only are a number of the programs 1
geared to workers (1nc1uding accelerated, self-paced weekend,
and evening programs) but several of them actually offer
courses on GTC premises In addition, the Pomona Unified |
School District has an extensivc adult education program, offer-
ing a wide}variety-of courses at‘thirty-one locations.

N .

Recently, two nontraditional college programs have become.

particularﬂy popular with.GTC employees -- the University of

'Redlands' accelerated B.A. and M:A. 'Degree programs, and the

Azusa Pac1fic College's A.A. program.
The University of Redlands Alfred North- WhiteQead Center
for LifelongzLearning is an off-campus program geared toward

working students. Offering a mix of vocational and academic
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study,’the.Center's programs consist of courses which meet one
évening;a week -for thirty-five weeks at local companies or
agencies convenient for students. The programs offer junior
and senior level college work, and 50 semester units of college
work are‘required for admission. Typically,‘students are in or
working toﬁards middle management positions, and the courses,
through intensive field projects, actively stress application
of learning to students' aétual WOTXK Situations. Some life ex-

perience credits may also be granted. Approximately 100 of the

‘1500 students in the Center are GTC employees, with the Center

offering'sevefallcourses at the company. The tuition of $:000
is abcut ha’f of Redlands normal'on-campus tuition cost.

/” Another approach to meeting the needs of worker-students i

:is the Universal Ccllege Program of Azusa,Pacific College, a

progrém which accomodates schedﬁling difficulties by offering
videotaped courses wh;ch students c;n view on their own time.
Students watch the caped.courses on playback systems either

at their company (GTC has many such units and each building
has at'ieast one) or in their own homes. A ﬁide'variety of
liberal arts courses leéding to an Associate of Arts degree in
General Studies are available and are supplemented with work-
books and test sheets. Each course has twenty-four Ha1f~hour
lectures. Students are sometimes clustered with several others
to listen to the tapes. Staff of the college see the indepen-
cent study program as presenting an important learnming option
through which many student%/flourish, even though others may

experience motivational difficulties because of the need for

~strong self-discipline and_initiative.> A Righ schqol diploma
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or equivalent is required for admiSsionf/and up to thirty units
of college work can be transferred toward the degree.
While a number of the”fodr-year institutions .involve con-

'siderable cost, California is noted for its extensive system of

- .- tuition-free state and community colleges.

Chgffey Community College, with 13,000 students, offers a
growing number of programs in conjunction with the~training and
education needs of area business and éommunity establishments.
Since Proposition 13; itAhas begun to '"subcontract" from com-
panies some of their normal in-house employee training. Chaffey
instructors provide supervisdry training to-GTC employees on
company premises.

_Mt. San Antonio, also a community college near Pomona, has °
almostv19;b00 students and a very complete prograﬁ including
evening programs and off-éampus educational service centers
which offer counseling, guidance, and teéting. One such center
is in downtown Pomona and is open days and evenings.

~ By and large, educatibnal counseling and advisement are
available to étudeﬁts.at the éampuses of area institutions.

4_ ‘Areéveducational institutions were involved in the project
iﬁwéwo primary wéysl First, in the early months of the:projec;,:
the éite coordinator made visits fo representatives of area
séhools:'expléined the project to them, and collected their
-cgtalogﬁeé and bulletins. Second, in several iﬁétances, local
,éducacors intérested in offering classes to GTC employees ap-
proachea the site coordiqator.and/or the EIAs to explain their

programs aﬁd to attempt to secure employee interesf in using

¢
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them. In this way, the coordinator and the Education Committee
played a brokering role, helbing to buiidAIinkages between edu-
cational suppliers and consumers.

In case study interviews with local educctors, their level
of a&qreness of the demonstruation project was low. _Neverthe-
lesé, their support for and interest in the project when it was
' explained to them was very high. Furthermore, their awareness
| of the projebt was probably augmented subsequent to, the inter-
views, as the site coordinator provided them with :ames of
workers who had been identified through the p oject as inter-

ested in their [rograms.
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V. THE PROJECT: KEY PLAYERS

A. Site Coordinator

N

N Central to the demonstration project in all its aspects

AN
N\,

AN .
\§LS the site coordinator. As it was initially conceived, the

coordinator role woul. include the following major tasks and
responsibili.cies: ‘ |
® coordinating day-to-day operation of the project
e designing and implementing an information delivery
system
‘e identifying barrieré to employee use of education and
developing strategies to overcome them
® serving as liaison between project participants and
NIWL
e maintaining records of project activities and develop-
ing reports for NIWL
Throughout the course of the project, the site coordinator
fulfilled these functions anu others as well. Interviewees
generally described the coordinator as the central resource
person, informational focal point, and intermediary for the
project. 1Ile was seei. as a contact pe:son; a broker, an ad-
ministrator of daily pro,ect activities, and a "publis rela-
tions"” person for the projec:. Descriptions of his role most
ofter emphasized the linkages he buil: between the various pro-
ject parties and the information network/c_earinghouse fur stions
he carried out.

Specifically, activities of the site coordinator iacluded:
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e identifying workers for the surveys
. ® identifying and recruiting ElAs
e explaining the project and its goals/tb individuals with-
in the company and the union //
e contacting workers individualIy'aﬁd in groups about
{GTC's tuition aid plan ,>
° bmaking contacts with local educaéors to explain the pro-
jeét and to collect school catalogues and other educa-
tional materials
o disseminating educational and project-related resources
to ElAs
e c¢hairing Education Committee meetings
e monitoring EIA group meetings with workers and provid-
ing EIAs with assistance and training as needéd
e developing posters, articles, and letters advertising
and promoting the tuition aid plan .
e speaking at union meetings to.pubiicize the project
e providing educators with names of ch workers who had
indicated an interest in their programs
e providing NIWL with regular written reports of daily
project activity '
] ldelivering a presentation on the project at three NIWL
fegional dialogues on worklife education and training.
A3 this listing indicates, carrying out the site coordinator's
mandate to oversee day-to-day project operations necessitated
fulfilliﬁg a wide variety of roles and responsibilities.

B. LEducation Information Advisors

The primary method of disseminating educational information

1¢€3
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during the project was through the EIAs. The Model 1 EIA role
was designed to include the following tasks:

e explain the tuition refund program to workers indi-

vidually and in groups-

e identify alternative sourcés of financial assistance

for learning and refer workers to them
e inform workers of internal and external education
éﬁd training opportunities

° :gbm@unicéte wd*kers' learning neéds and barriers
through the sitc coordinator to the local planning
committee

e collect and record basic data on each worker contacted,

and report regularly to the coordinator.

The EIA experience.began in June 1979 with the recruit-
ment of four EIAs identified by the coordinator and approved
by management and union officials. EIAs were chosen at dif-
ferent'work locations and were selected largely on the basis
of interest in dduCaéion and/or prior or current use of tuiﬁion
refund. .

EIAs were trained in Pomona in Jul& by NIWL staff and the
Senior Consultant of‘the Worker Education and Training Policies
Project (WETPP). At the training, they learned about the aims
of the WETPP and the Modeél 1 demonstration project. Education
information dissemination strategies were explored and the roles
and responsibiﬁities of EIAs were outlined.

This formal training was supplemented by '"field training”
conducted by the site coordinator, who viewed each EIA's initial

group meeting and proVided assistance an:l suggestions where
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needed. The newer EIAs were briefed individually by the coordi-
nator and provided with necessary written materials.

The EIA group became the Education Committee in October
and began meeting once a week for an hour to discuse problems
and strategies, tuition refupd policy, and new education in-
formation.

When the EIA contacts with employeee got underway, both
individual and groﬁp contacts were made, with each EIA often
doing both at different times. Tﬁe decision m:ee by each EIA
.of which straﬁegy to adopt~wae based on several factors, in-
ciuding preferred interaction method, size of work group cov-
ered, and employee work schedules. For example, one EIA be-
gan contacting workers individually to explain tuition'aid
-and had contacted 100 workers in two months. Groups of ten w
were also tried, but the whole process was so time-consuming '
that eventually employees were addressed in the plant cafe-
teria in groups of 80. Employees in the group would ask ques-
tions and would fill out the EIA contact forms in which each -
worker could ‘ndicate educational needs and interests and any
requests for information (for later EIA follow-up). Manage-
ment assisted in schedulipg the large group meetings for dif-
ferent work groups. For another EIA, however, group meetings
were not feasible due to problems of work scheauling. Thus,
the EIA would carry school catalogues and see employees indi-
vidually throughout the day, explaining tuition refund and lo-
cal educational opportunities and eliciting employees' interest.

Another EIA, whose target group consisted of work crews of
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eight to ten employees each, initially made individual contacts
but subsequenﬁly found that crew meetings provided the ideal
occasion to address employees. The ﬁIA made educational bul-
letins available at these meetings. She also continued to
meet with employees individually on her own.time where appro-
priate. Two EIAs who conducted oaly group meetings would talk
to interested workers individually either after the meetings or
later on by telephone and would often direct them to sources of
in-depth educational counselfng. |

Ba81ca11y, then, the EIAs' role, as designed initially

and as perceived by them, was one of providing information and

serving as resource persons. EIAs did not provide in-depth

educational counseling but they knew where to refer employees
interested in receiving it. They were able to answer ques-
.tions about company tuition refund policy and to outline the
range of local educational oppo:tunities, They also could be
said to act as éduéational advocates, whether by d ~ze-. rro-
moting the.advantages of education o; merely by the fac: that
they were takingléﬁe time to explain the company . turti: a1 re-
fund plan. In the former sense, their role went "eyor¢ s -riet-
ly providing information. Further, in that EIA# xpﬁid LsScuss
employees educational interests and make suggestic -~ they ac-

" tually did pefform a counseling and advising role, rather than

simply one of informing.
EIAs outlined a range of issues and concerns which they
brou;, ¢ up and/or which were brought up by workeis in the

course of their discussions. These incluqed:
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e the purpose of education and the effects of having a
coliege degree

e tuition refund for company-wide career develora:t, in-
‘cluding job t:ansfer‘to anothe£ field within C7IC

e the types of courses and programs éovered u~der the
tuition aid cfiterion of "career-related "

e the advisability of elective (nonrequired) courses as
a way to begin a return to school and as rart of a de-
gree program

o the registration dates of local educationzli -institu- .
tions _ |

e the sources of;edﬁbational_counseling witiain the :om-
munity h 

e the effect of GI Bill benefits on eligitil: rv f.r tui-
tion refund - i

o the policy on tuition aid coverage of family members,
and

e the effect on an employee oflappl#ivg vor tuition re-

fund and failing to successfully ~cuplete the course.
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VI. CHRONOLOGY OF MAJOR PROJECT EVENTS

May 1979 The GTIC si;e was selected and final agreement to
" participate was secured. The Pomona area tafget
group‘qf 1800 hourly workers was chosen, and a
Local Planning Committee was appointed.
June 1979 The Site Coordinator was chosen and then trained
| at NIWL in Washington, D.C. The planning com- “
mittee met. Wofkers were chosen for the first
survey; The éite coordinator recruited four
EIAs at different work locations.
”Julz 1979 The survey questionnaire was administered to
100 raﬁdomly selected workers throughout the
target'area; discussion of the survey and the
project followed. NIWL staff and the Senior
Project Consultant trained ten indiﬁiduals in-
volved in the project, including the site co-
ordinator, EIAs,-ahd several members of the
Q | planniné committee. The training focused on”
education information delivery needs and strat-
egies, as well as ‘the roles of the various
parties.- The site coordinator began contact-
ing local adult education institufions, collect-
ing school catalogues and GTC tuition aid pian
information, and compiling a preproject environ-
ment report for NIWL. The demonstration project

wasg explained at the meeting of the Executive
| IV-44
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[ A

Committee of Local 11588, which 2mbraces the

demonstration area.

August 1979 The prepnoject environment report was completed.

‘ The site coordinator began publicizing the pro-
ject and tuition aid, thfough the posting of tui-
tion aid forms, contacts with workers, and meet-
ings with groups. A tuition aid arti#le ap-

peared in the General News.

September 1979 A site visit was made by NIWL staff. NIWL recom-

mended further involvement of EIAs, the local
union, and other resources. Survey results were

disseminated. Thz Union Peview began publishing

the site coordinator's articles on the project. _

October 1979 NiWL staff and the Senior Project Consultant

visited management and union officials involved
. in the project, met with groups, and held strat-
| egy meetings. The role of the %3ng union lea- )
dership in the project wa3'316221y expanded and
commitments of its resources were made. Six
new EIAs were adde&, including one Hispanic at
the Ficus complex. The EIA group began meeting
formally as an Education Committee (EC) once a
week to discuss problems and strategies, tuition
refund policy, and education information. The
EC and the coordinator Began following weekly
work tasks with an end'goal of reaching each

worker six times through direct individual and

group contacts and print/visual infrrmation.
. ' )
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EIAs began making direct worker contacts. The
- company planned gfeater use of in-house resources
to publicize tuition refund. Also, it agreed to
provide four hours release time per week for up
to ten EIAs for the remaining eight months of
the project for project activity. The GTC Tui-
tion Aid Coordinator and the chair of the local
union's Education Committee (Second,Vice Pres-
ident John Strickland) were added to theuproject
pianning committee. The ‘f.ition Aid Coordinator
! attended an EC meeting and answered questionms.
A new GTC brochure on tuition aid was released.

Novembér 1979 Local 11588's Education Committee chairperson

-attended an EC meeting and discussed EIA strat-
egies.

December 1979 CWA local, ,district and international repre-

sentatives met with the site coordlnator to plan
a tuition aid public1ty event to be held in con-
1uncti01 with the local s scholarship awards.
The site coordinator enrolled in the University
of Redlands accelerated degree program for a
B.S. in Business Administration. Thé coordi-
' nator wrote a letter on tuition aid which the
- union mailed first class to the target group.

January 1980 EIAs completed their first round of worker con-

tacts. Several EIAs left the project due to job

transfers and maternity leave. Plans were made
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February 1980

March 1980

April 1980

17g

/
o A : /
for the next round of contacts, includiné follow-

/
up. The Area Personnel Manager was trap sferred;

~his position was filled by someone who tiad used

tuition refund for an M.B.A. EIAs were encour-

aged to report worker contacts in greater detail
on the forms they use to record worker contacts

(Appendix G). The new Area Personnll Manager

~meetings. Tuition refund information dissemina-

and a Personnel Representative att;ﬁded .some EC

tion through company and union newSpapers and
posters continued, as did dntacts with local
educators. The University; of Redlands expressed
ail interest in offerin classes at the local
union hall as they do/at GTC ,

The second round uf BIA contacts was underway

Data were compiled on tuitiqn aid users in the

target area. One new EIA wés added to the EC.

A panel of five project repéesentatives de-
livered a presentation on tﬂe site at an NIWL
regional dialogue on workliée education and
training in Berkeley, Cali ornia
Labor-management negotiatlens were on301ng as a
three-year contract had expired and no new agree-
ment had been reached. The site coordinator and
tuition aid coordinator attended NIWL's second
regional dialogue in Minneapolis, Minnesota, and
delivered a presentation. The site coordinator

reported or ithe EC at a union meeting.

The site cor-inator and the EC were irvolved in
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discussions with area educators who were in-
terested in offering classes at GTC. A new
/

thrée-year contract was ratified. The third ﬁ‘/
| NIWL regional dialogue in Bo:ton, Massachusntts,’
was, attended by the site coo'd;nator and the
Tuition Aid Coordinator who again made a pre- ;
seniation on the project. Plans wefe under-:/
way?for the sécond survey administration andfa
case study of the project, both to be cond éied '

.intearly June by NIWL staff. ' ' /

May 1980 EIAs completed their second round of contacts
and preparéd to terminate their off1c1a1 EIA
responsibilities.

June 1980 Thegsecond survey was administered to 100 ran-
domiy selected workers. On-site interviews were
conducted by NIWL staff with ﬁearly thirty ped«
ple who had been involved in the project for a
case studfvreport of the project's impacts and

y outcomes. The EC officially disbanded; posai-

@,bilities for follow-up were discussed. The
-coordinator provided educators with names of
students who had indicated an inﬁeres; in
their progra;s, The site coordinatog position
was extended until September 1980 to enable
follow=-up worker contacts and further data

collection on tuition aid use. Indications

were that tuition aid requests were up. The
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EIAs received letters of appreciation for
their service from NIWL to be included in
their personnel folders (Appendix H).
“‘Julz 1980 Certificates of service from NIWL and the CWA
International were sent to the EIAs (Appéndix I).
Data from the second surve& were compiled and

the case study ‘report, with recommendations for

follow-up action, was drafted.

Iv-49

17g




. VII. PROJECT OUTCOMES

A: Impacts on Workers

' The awareness level of tuition refund has jumped
from 10 to 90 percent because of the project.

. ==-EIA Comment
The overall objective of the project was to increase workers'
-awareness of the tuition refund plan and educational oppor-

tunities available to them. Was this objective met?

The answer is a decided-yes, according to both anecdotal
and survey evidence. |

Though intérviewees were not unanimous in this view, a
iafge majority cleariy felt that the project had'substantially
”boosted aﬁareﬁess of tuition aid. This éentiment was echoed
by management and union officials, EIAs, supervisors, and
workers.

Moé; interviewees did not share the degree of optimism
refigcted in the guestimate of the EIA quoted above. Neverthe-
less, one Supervisor stated that "now that there's been the big
push ;hrougﬁ the project, the majority of employees know about
tuition:yefundl Thatqceftainly wasn't the case when I used (
the benefit a hugber of years ago." Several other company repre-
sentatives and oné worker stated qﬁét while theybwere not éﬁare;
of agﬁual numbers, the bfoject had definitely increased ové;ali
awareness of the tuition refund benefit.

- The sentiment of upion representatives was also that the
' projecp'had.defiqitely ekpanded empld&eé:knowledge of the |
benefit.” Local 11588 officials were’ enthusiastic in their
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recounting ox the calls they had received throughout the year
from membe;s wanting to know more ab.i1t tuition assistance and
how they could téke advantage ». i:. They, too, stated that
'the word had filtered to others outside the project target
area. In the words of one of tha officials,
All we have to do is sell the program; it déesn't
cost a dime. That's what the site coordinator and the
Education Committee did all year, and it's worked.
We've received many more calls from members who are so
interested and want to know more.

This word-of-mouth or "filteriné out" effect was also
described by EIAs who said theyltoo got calls for information
from people outside their target area. Some of the workers they
contacted subsequently transferred to other GTC jobs and told co-
workers about the EIAs; interested co-workers then contacted the /
EIAs. Another sentiment expressed by several EIAs was that while
an impact was made, they had contacted so many people that they
had lost z sense of how great their effect actually was.

Not only are there strong indications that the project
increased employeelawareness of tuition aid, but there is evidence
to suggest that the project may havélled to a growth in employee
use of tuition aid. A management spokesperson who is familiar
with employee's educational activities speculated that three to
four times as many now use tuition aid because the - vroject.
The Tuition Aid Coordinator stated that seemingly due tc the.
project, there has been a definite rise in the numbey of refund

applications being processed, as well as requests to her office

for information. While the exact figures are as yet unavailable,
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she said that there has been an increase in tuition reimbursement
applications in the Eastern area as a whole (which covers more
than just the Pomona Valley project target area).

The comments of several interviewees suggest that the
project may have increased use of tu'tion refund by those em-
ployees who (1) were already in sch001 but had been unaware of
the refund benefit, and (2) had been considering returning to
school and learning of available tuition refund money provided
them with the needed push to enroll. |

Other impacts were mentioned by interviewees;. One super-
visor comménted on the importance to employees of seeing that
education is so impoftant to GTC that there was a special pro-
ject to promote it. Also, one EIA mentioned that many employees
were not aware that tuition aid covered career-rflated (as
opposed to strictly current job-related) educatidﬁh{and learning

this encouraged them to explore other fields within GTC.

What do the survey results show about increased awareness of
and interest in tuition aid and education and training? Eighty-four
of the 100 workers who responded to the~secpnd survey (administered
in June 1980) stated that they were familiér with the GTC tuition
aid plan,~és compared to only 59 of the initial su;vey;respondents.
The humber very familiar with the plan jumped from 14 to 23 per-
cent and the number unfamiliar with the plan dropped from 41 to
only 16 percent. Those respondents unaware of their own eligi-
B&lity'for tuition aid dropped from 58 percent in the first

survey to 42 percent in the second. The percent of those employees
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saying they had received information on tuition aid within tﬁe
preceeding six months rose from 20 to 72 . Inadequate tuition
aid plan information was cited as a problem by 66 percent
of firstc survey.fespondents but by only 42 percent of those
answering the second survey. In the initial survey, 32 percent.
of workers said they had received information on education and
training in the preceeding six months; this figure was 52
percent in ‘he second survey. Reported use of tuition aid grew
from 5 percent to almest 9 percent, and the number of respon-
dents anticipating tuition aid use within the next two years
grew over 7 percent.

The testimony of many key project participaﬁts, coupled
with some very persuasive survey results, make a strong case for
stating that the project successfully met its prime objective

of enhancing GTC workers' awareness of their tuition refund plan.
~,

B. Other Impacts: Organﬂ?gfians and Individuals

——

Company { /
The existence offthe project increased company aware- L .
ness of tuition refund and the need to encourage its use by hourly
employees. Furthermore, the project reportedly encouraged
several company representatives themselves to return to school
under tuition aid.
Several management spokespersons also described the pro-
ject as a joint union-company endeavor which.boosted morale
and had a positive impact on the working rel§gionship between
the two oréanizations. One said‘it made him ﬁuch more attuned

to rhe important role the union has in employee education.

v
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"This was a cooperative, nonadversarial venture, reflecting
the commitment of both organizations to education of our people."

What was the project's impact on supervisors? Though not

a unanimous-sentiment, several iaterviewees felt that through
the project, supervisors had become more aware and knowledgeable -
‘regarding tuition aid. This could be due to their sup.rvisees
and/or they themselves attending meetings held by EIAs. ¢“nme
supervisor of an EIA said that since the project, other super-
visors had approached him (the EIA had heen transferred) with
questions about education so that they would now be able to
respond to their employees' inquiries. '"Education is mor~ out
in the open'now, and supervisors want to be able t: answer
their employees questions.'" The proJect had showed tham too
(the supervisors) the high value GTC places on educa tion, this
-interviewee felt. But he also said that supervisors felt

less burdened, because EIAs were now hendling educaticnal infor-
mation for employees. Oue superintendent of employees outside
the project target area asked an EIA to talk to those employees,
on company time, about tuition refund.

It appears that the project resulted in increased involve-
ment and visibility of the Tuition Aid Coordinator. Though
initially not involved in the project, the coordinator shared
data with EIAs and the site coordinator, delivered presentations
"oh”the.project_at the three NIWL regional dialogues, and par-
ticipated in the second survey administration. Through the
- course of_EIA talks and written publioity-of tuition.refund,

" the Tuition Aid Coordinator was repeatedly identified as the
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~appropriate person to contact regarding use of the plan, Thus,
it seems probable that employee awareness of the coordinator

and her position grew as a result of the project.

Union

Our union has always been interested and involved

in education. But now the company is more aware of
that and of the role we have to play in cmployee edu-
cation. The project has also helped to rai e the

consciousness of our membership about the importance
of education.

The project has had a great effect in opening our
eyes to membership needs and role of we, the leader-
ehip, in developing programs to meet those needs.

— -- Comments of union rep. -atatives
As the above quotes indicate, the ﬁroject appea~s -0 have
made a notable impact on the union.' Collaboration wit: the
company. . (membership interest in education. . .devels .. 2nc of
new programs -- these all seem to have been sparked by :ne
union's participation in the project.
The local leadership described the project's '"eye-opening"”

effect in glowing terms:

The project prompted us to better see the value of
tuition refund in meeting our memb:rs' educational
needs. And the Education Committee vas a key link to
the membership. . .We began thinking ab.:ut all the
weys we could develop our own progrzms in ~nhanc: and
supplement the value of tuition refund.

The local's Education Committe~ broadened its focus
beyond the traditionally exclusive ¢cacern w:th stewards'
training. A representative of the University of Recianrids met
with officials of the local to explore the possibility of

offering electronics and other courses (covered by tuition
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refund) at the union fall or some‘ether community space. Con-
tact was made through an NIWL regional dialogue with a program
to aid women ente' ‘ng the labor market to explore its appli-
cability to the target area. The leadership developed a plan
of courses and programs to meet membership needs and exp.ored
/the teaching and otherlcommunity reseurces 'hich could be

" enlisted to respond to those needs. It also 3ained a sense of
its existing resources and how these resources could be put to
better use in developing education programs for the membership.

Site Coordinator

According to many reports, including his own, serv1ng as
site coordinator had important outcomes for Joel Clifton. The
most obvious was that he, himself, decided to return to school
for a Bachelor of Science in Business Administration from t'.e
Redlands' accelerated degree program.

Equally important, however, are more subtle impact:,
including changes in attitudes and self-perception. The
coordinator reported greater trust in his own abilities.
Tarough the project, he developed many skills needed to fulfill
the demands and responsibilities of his position -- skills in
writing, Qrganizing, communicating, public speaking, etc. Having
discharged these responsibilities with success, the crordina-
tor's self-confidence increased, and this appears to have ‘n._uenced
his decision to return to school. Along with this, his kncwlege
grew rapidly -- both specific knowledge, about tuition «id and
local educational opportunities, and brdader knowledge, that .s,
'a greater understanding of company and uhion policy and perspective ,

'
|

as well as .e mechanics- of~admin1stering a demonstration
researcth prqjecti,ﬂu$\~ J
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The understanding the coordinator gained through the pro-
ject of orgar."zational problems and perspectives led him to
a more open, .ess ''black and white'" way of viewing the various
parties involved. Reportedly, that significantly enhanced his
ability to relate effectively to those parties, and it would
seem thét an effect such as this would impact his future

activities and relations as well.

SIAs
Being an EIA has opened many doors for me, not in *

che way of job opportunities, but in ways of self-image,
inner talents, motivation and etc. . .and, if I had the
chance, I would do it fity times over.

This testimonial eloquently illustrates the positive
impacts on EIAs of their peer advisement experience:

As mentioned, EIAs become known as general resource
reople and advocates to whom employees could turn!for informa-
tion and assistance. This visibility and responsibility en-
hanced their self-esteem and sense of purpose. One EIA described
how filling this role gave her 5n "up" feeling. It also moti-
vated her to continue her own education.

The self-satisfaction and self-confidence gained from
helping cp-workérs seemed to build EIAs' leadership potential
and activism in other areas. Several moved into stronger leader-
éﬂip positions within the union. Also, most of the EIAs were
female. Though many had not known each other prior to the
Education Committee, they became'actLQe in women's issues and
formed a separate women's group whié% met in the evenings. It
would seem that, as with the site é;ordinator,°the enhhnced
sense of strength and ability achieved by the EIAs could im-
portantly affect their future e7geavofs in both their work and
personal lives. ' V=57
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Overall, it appears that the project not ounly impacced
positively on its specific concern -- empioyee awareness of
tuition refund -- but had important related and often unantici-
pated outcomes for the numerous parties involved.

C. Relative Success of Various Roles and Interventionrs

Company .
The survey results provide strong indications that company

efforts to promote tuition aid throughout the project made a
very significant impact. There was little.consensus among
interviewees regarding the value of the company newspaper as a
means of publicizing tuition refund. The lack of consensus
stemmed from disagreements regarding the level of readersﬁip of

v

General News. In the second worker survey, however, 36 percent

of respondents stated they had received tuition aid information
from the company newspaper, as opposed to 20 percent in the
initial survey. The number stating they had received this
information from handouts jumped from 9 to 56 percent; and from
company meetings, there was.anrincrease from 4 to 27 percent.
Respondents were likély to have considered EIA group meetings

in the "companyfmeetings" category. Along the same lines, the
number of respondents stating that there was an individue
within the company to provide eaﬁcational.advisement jumped fr-a
32 percent to 58 percent, and the number reporting they ha: seen(gn:
individual for advisement within the last two years incresased
“almost 16 percent. Some interviewees also expressed doubts about
whether company bulletins or posters were’;ead. Nevertheless,

the second survey revealed a sizeable jump 'in the number of workers
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stating that the company'éncouraged them to use tuition aid.
While 25 percent of workers reported this in the first survey,
this number incfeased to 55 percent in the second survey.
Union
Both company and union interviewees pointed to the important
part thé union had to play in disseminating tuition aid infor-
mation, through word-of-mouth, the union newspaper, bulletins,
the mail, and membership meetings. 1Its visibility among hourly
employees was considered crucial in this regard. Local union
officials felt that thé mailing they did (coﬁtaining the coordi-
nators' letter urging employees to use tuition aid) had an
impact because it was Sent first-class, rather than the usual
bulk mail, and thus drew more attention. They réported that
this letter stirred interest among workers, some of whom called
the union for more information. , ‘ e
The survey results evidenced the impact of the union's inter-
ventions. From the first survey to the second, the number of
respondents stating they'd received tuition aid information
from the union newspaper increaéed~from 3 percent to 19 percent
‘and from union representatives the number jumped from 2 to 28
percent. The number who cited union representatives as their
preferred source of tuition aid information increased from
about 12 percent to 25 percent, and the percent stating there
was an individual within the union to provide educational ad-
» visement grew from 14 to 37 percent. Further, nearl; 40 per-
cent of second survey réspondents said the union encouraged
them to use tuition aid, as compared to only 6 percént in the
first survey, and 42 perbent said the union encouraged them to
s;ek education and training, as compared to only 14 percent

initially. 188 ' IV-59




Site Coordinator

The importance, value, and success of the site coordinator
role was stressed repeatedly by interviewees. There was a
strong conéensus among the company, unioh,'aqd EIAs that the
coordinator ﬁas a key factor in the success éf the pfoject. Why
did the coordinator role work so well? Leaving aside individual
personality traits (which were often mentioned and certairnly had
an important,positiﬁe impact), the incumbent was very well-
known (and respected) among both union and company constituencies
and thus had a ready made "in" with many people from the start.

.XThis strong base of support clearly made a difference. Through

the project, the coordinator became a recognized source of educa-
tional information, as well as the key conts~+ person and inter-
mediary; thus the effectiveness and impact of his role further
grew.

EIAs

Notﬁing is étupid if you think it's worth asking.

-- EIA comment to group of worker
advisees

Through the EIAs, educat;bnal_information was disseminated
to workers by their peers in a personalized and decentralized
manner. The impbrtance of the element of personal and peer con-
tact was stressed by several intervieweeé. Jne supervisor mentioned
that this was important to many workers for whom a trip to ;
centralized company office for counseling might Bg inconyenient
and/or threatenihg; A'coméany official concurredx stating that

empldyees‘-psyéhological'barriers regarding education were best'

- overcome by having a co-worker (rather than a supervisor) engaged

= ) | IV-60
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in offering encouragement and support, Another management repre-
sentative augmented this point, describing the success of the

EIA role as;follows:

EIAs were enthusiastic, insightful, and well-known
peogle with union contacts and excellent rapport

with hourly employees. Had they not been hourlies and
oftentimes union stewards themselves, the project would
definitely not have been as etffective. . . .Most em-
ployees who ask about tuition refund aren't sure about
it, so who they get the information from will make or
break the outcome; it's crucial.

Several EIAs also commented on the fact that they were also

 union stewards. As one explained it, "My constant exposure as a

union steward and an EIA made me known as/an accessibié resource
person and advocate'". Others concurred, suggesting that their
acceptance and usefulness as EIAs may have been facilitated cr
enhanced by their preexisting visibility as stewards,

EIAs stated that although the initial formal training they
received (from NIWL staff and the Senior Project Consultant, who
i? also-director of the RutgergrLabor Education Center) was
helpful to them, more helpful still was the '"field" training
they subsequently received from the site coordinator. This latter
training was helpful both in terms of the practical tips it
offered and the moral supéort it provided when they needed it.

One EIA commented that when the Education Committee'gx
duties were revamped an& expanded eariy-in the project, she
found that she had gfeater’résponsibilities than she'd ex-
pected but was able to get much more actively and enjoyably
involved in the project. "I was able to get much more in-
formation out to people in the field, once our role was in-

creased." The value of this word-of-mouth form of informa-

tion deliyery was mentioned by EIAs and other interviewees.
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What did the EIAs set out to do? According to one, "Qur
responsibility to others was to be an 'up' an” to boost them
about education." How was this best done? Here, the perspec-
tive was mixed. ' The general sentiment among EIAs was that indi-
vidual contects with workers often made it easier for them
(Workers) to open up, listen, and ask questions. Nevertheless,
group meetings also had advantages because groups tended to
provide more motivation and also allowed emplovees to benefit
from questions raised by others. ,
\

Providing motivation was not just a problem regarding the
workers being addressed. A few EIAs described their own moti-
wational di#ficulties: Explained one,

;In our second round of contacts, our motivation

‘was really down because we'd encountered so much

. negative sentiment or lack of interest the first
time. .Se we had to tr{ and remotivate ourselves.

' I would do this by picking any topic that would
get them talking, whether or not related to educa-
tion. That would draw people out and remotivate

" me, and then the education discussion would go
fine

Research Interventions

It isiworth noting the impact of a less obvious, but
significant, intervention. The mere existencnr of a stucly of
tuition ai4 use at GIC had an effect .m awareness in and of
itself. R%search interyentions such as the surveys and case
study prometed greater knowledge of the tuition 2id plan. Fo;
example, in the course of the case study, a worker was interviewed
who descrijed herself as unfamiliar witii the prcject and the

und process. By the end of the interview, she had
j

received idformation anc encouragement.about the plan and/was

tuition re

referred tﬂ tne of the EIAs for further advisement. /
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D. Local Recommendations for the Future

Almost unanimously, interviewees expressed strong interest
in hearingvabout the results of the project (i.e., second survey //
data, cace study etc.) and any possibilities for continuation
of certain of ifs components. There appeared to be an openness
and curiosity about others' reactions to the project gnd to the
tuition aid program in.general. The comment of one management
official reflected the view of several:
I think the tnition aid program is a good, strong
program and I don't think it needs major changes.
But I'm very interested to see the study's results,
because if it does reveal major employee councerns,
: then we should explore ways to revise the program.
The a%ggestion was also made by these officials tnat 'NIWL present
recoﬁhendations gleaned from the project which they could then
submir to the company's top leadership for consideration. Thus.
the expressed level of interest in exploring next steps was
quite high.

Specific suggestions for next steps offered by comganz repre-

!

i
l

'

sentatives included the following:
e GTC should advertise tuition refund on a continuous
. basis, regularly printing articles and bulletins on it
in employee orientation, with supervisors fully know-
ledgeable about the program.

e An accessible and well-known resource person should be

"available within each company region or locale to inform
“Morkers of tuition aid and educational opportunities - If

feasible, this person would be mobile and would do gut-

2
I

reach counseling, reaching new workers early in their'

Oa-
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e Continue the EIA/peer advisement model, heavily

involving union stewards as sources of information and

encouragement for workers seeking to continue their

education.

e Utilize union membership meetings as a way to reach
workers regarding education and tuition refund.1

Union representatives offered the following suggestions for

next steps:

e Begin a continuing company-union dialogue to discuss the

tuition refund program and to explore the long-range possi-
bility of its becoming a negotiated item.

e Examine possible revisions or expansion of the current tuition
aid program as well as follow-up actions, with parties
1nvolved in the demonstration project.

® Activate more fully union involvement in apprising members of

tuition refund and counseling them regarding educational
opportunities. |

o Continue the use of EIAs as a means of raising membership con-
sciousness about the importance of education.

e Develop ;hrough the local union in-cooperatfon with educators

and community groups a broad education program, not
limited to the. target area, which will ﬁeet the immediate
and future needs of the membershiv; including, for example,
electronics courses at the union hall, a women's resource

center, and labor studies.

1/ Note: These recommendations do not necessarily have unani-
mous support, but a mention here indicates support
by at least several persons.
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® Continue the local's Education Committee, under the

leadership of the project site coordinator, and use

funds of the local to finance release time for further
EIA work.
Recommendations by EIAs for future actions were:

e Develop centrzlized resource centers -- perhaps in GTC

cafeterias ~-- with educational information, tuitior aid
application forms, the personnel practice guidelines, -
and names of contact people.

‘@ Activate a peer educational counseling system, with

counselors (each with a strong interest in education)
available from different age groups to explain to co-
workers what to expect and prepare for in a return to the
classroom. 7

e Hire several full-time counselors within the companv --

in different regions plus mobile where needed -- to pro-
vide educational advisement and encouragement.

e Develop audio-visual documentation of the EIA experjence

(developed by the EC) which could be shown at employee
orientation, safety meetings, and union membership meetings
as a way of promoting external education.
As reported, a number of interviewees cited the current
tuition reimbursement payment meilod as a barrier. Several

educators advocated alternative payment methods, including:

(1) having the company pay tuition directly to the schools
,/ / .
: o /
rather than to the student, and XZ) reimbursing students every
twelve to fifteehvweeks, rather/ than by semester, to ease the

, financial burden on iQsznts. / - :
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VIII. SUMMARY AND CONCLUSION

A. Summary

Through the Pomona-area tuition refund demonstration project
for GTC hourly employees, labor and management collaboratively
addressed one of the most important barriers to worker use of
edﬁcation, that of insufficient information. Initially, the
demonstration site was a classic example of a common situation --
a setting in which the company values education, the workers
want it, ¢ comprehensive education benefit is offered, and few
use it. Also, there was lictle appreciation of the gap between
the present and the pdésible. Local parties, on agreeing to
participate, came to support the project and eagerly gave of
their time, resources, and interest to make it happen.

The project began in June 1979 with the selection and
training of a site coordinator and the administration of a survey
questionnéire on education and training to one hundred randomly
selected hourly workers within the projecc's target area, Pomona
Valley. Also, education information advisors were selected and
trained, and an information dissemination strategy was devised.

In accordance with the model on which the project was based,
hourly employees were apprised of the GTC tuition aid plan and
local educational opportunities through articles in the company
and union newspapers, brochures, mailings, posters, and EIAs.

The latter were a central focus of the project. EIAs informed
and advised‘%heir co-workers fndividually and in groups and

also met weékly as a committee to discuss goals, problems, and
strategies. The company afforded each EIAFfour hours' release

time a week to fulfill the position's responéiﬁilitiés.
| ' 15k
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Throughout the course of the.projecf, the site coordinator
bandled day-to:day operations, chaired the Education Committee,
met with individuals énd‘groups regarding the project, and acted
as liaison with NIWL. Seéeveral months into the project, the
local union increased its level of involvement in project activity,
and it p:oQided the coordinator with resources and materials with
which to publicize and promote tuition aid.

At the close of the project, the survey questionnaire was
again administered to one hundred randomly selected workers.
Also, in-depth on-site interviews were conducted with project
participants for a case study report. Both the survey and case
study were designed to assess the imﬁact of the demonstration
project intervention on workers' awareness and use of tuition
aid as well as attitudes regarding education and training. The
site coordinator position was extended three months to enable .

further data collection and follow-up worker contacts.

What were the effects of the project? 1In less than a
yvear's time, through the combined efforts of the company, the
union, the workers, and NIWL, GTC emplo&ees' knowledge of
their tuition refund program increased significantly. The infor-
mation delivery strategiés developed appear to have worked remarkably
well. The survey results, along with anecdotal evidence, render
striking evidence of the project's success. Table 1 summarizes

some key comparisons of first and second survey data.

0
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TABLE 1
THE FIRST AND SECCND WORKER SURVEYS: KEY COMPARISONS

PERCENT RES-
: ’ERCENT RESPONDING-- PONDING -- .
SURVEY ITEM FIRST SURVEY SECOND SURVEY
Very familiar with company's ' '
tuition aid plan 14 23
Famiiar with tuition aid plan 59. - . 84
Unfamiliar with tuition aid plan 41 16 o
Received tuition aid information
within preceeding six months 20 73
Problem with inadequate tuition aid
information 66 42
Received education and training
information within preceeding ’
six months . x 32 52
Received company encouragement to
use tuition aid 25 . 55
Received tuition aid information from -
company newspaper 20 36
Received tuition aid information from
handouts ’ 9 56
Received tuition aid information from
company meetings 4 28
Received union encouragement to use
tuition-aid : 6 39
Received union encouragement to use
education and training 14 42
Received tuition aid information
©  from union newspaper 3 19
Received tuition aid information
from union representatives 2 28
Saw an individual for educational advise-
ment within the last two years 31 47
K4
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Furthermore, the project seems to have accomplished much
more than it set out to do in its narrowest sense. By all
indications, the eff&rts of the EIAs, the site coordinator,
-and other parties involved in the project generated a high level
of interest and enthusiasm for the notion of promoting educational
_oppprtuqity for hourly employees. The strong interest in

further actions is ampie evidence of this. 1In interview after
interview, the sentiment was expressed that this project started
something important which should not die out after its official
termination.

B. 1Issues

In the course of fhe case study interviews, a number of
issues were raised which, although not strictly related to the
project and its impact, were clearly areas of concern and were
seen to’have some connection with the question of GTC workers
and their use of education. These issues are outlined briefly
here; they represent areas which were eithe;.idehtified as pro-
blems and/or in which‘there was a notable lack of consensus.
They are mentioned mainly because of their possible relevance

to any future efforts undertaken at the site. .

Company

a. General Role

There was a lack of consensus Among interviewees re-
garding the degree to which GIC was involved in promoting
tuition aid. While some noted the clear, high priority givén
to the tuition refund demonstration project, others questioned
the place of tuition aid on the company agenda, what witﬁ othér

‘198
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concerns such as financial survival, internal training,
management development, and safety programs taking a high’
priority. According to employee perceptions revealed in the
survey data, GTC's encouragement of tuition aid use has grown.
) How far should the company go in encouraging its employees
to use tuition refund? Two viewpoints emerged. According to
one, there are employees who will not be motivated no matter
what, and once they are provided with information, company
responsibility for encouragement ends. As one management
official put it: | |
'You can take a horse to water, but you can't make
it drink. If a student has the incentive, he'll"
use education. The company should not hold his hand
and take him to registration.
According to this view, there is not need for a continuous
educational.advertising,campaign. Yet the opposite view,
equally popular, 1s that continuous advertising is essential
if advertising is to be effective. One supervisor stated
that, "Industry's responsibility, beyond offering education,
is to entice employees to use it."

b. Tuition Refund Plan

Two quite distinct viewpoints were expressed by the inter-
viewees about the tuition refund Plan. Several company repre-
sentatives described the plan as strong, valid, flexible, and
very. generous with one calling 1t "as good as any in theM4_

"country" and another i-eferrino to it as "better than those of
most large companies." The fact that the plan covers supplies
as well as its liberal criteria regarding acceptable schools
were pointed out as evidence of high quality. And one worker
glowed as she described her disbelief that the company would

¢ Iv-70
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pay for her education at a private college. "The refund pro-
gram is fantastic! When I found out about it, I thought it
was too good to be frue." |

Critics of the GTC plan referred to it as restrictive
because it: only pays hourly employees 75 percent, covers only
job-related courses, doesn't advance tuition money, and doesn't
cover family members. A union spokesperson said that the member-
ship perceived the plan as supervisor- rather than worker-oriented
and thus were nct inclined to use it. A management fepresenta-
tive commented, ''The main negative I've heard about tuition
refund is the outlay of money required. Advancement would
really draw a lot of people to return to school and use the plan."

c.. Release Time

There were a variety of opinions regarding EIA release
time and supervisors' responses to it. It seems probéble that
this simply reflects an actual range of sentiment among super-
visors which can't be generalized. Company feprésentatives'
responses were mixed but basically conveyed a sense that though
release'time could create'scheduling and productivity problems,
it was still prnbaﬁly a necessary an< worthwhile thing which,
in many instances, éaid off. One supervisor stated that:

Release time is two-edged; and in personnel, we
really had a struggle deciding whether or not to
grant it. On one hand,_it's good and necessarg,
but on the other hand, it creates manpower problems.
_unéqco:ding to another supervisor, supervisory feaction to
release Liﬁéqéééiééﬁéiﬁgéﬁi'ﬁ§65 the nature of the employee's
job and how it would be affected. by the hours off. Several EIAs

described the delineation in supervisory reaction as based on

age, with younger supervisors often very accepting of the project.

200

Iv-71




Older supervisors, however, reportedly sometimes felt resentful
or threateued, as they had gotten where they were without educa-
tion and saw no need for it and/or were afraid of being replaced.
This perception of supervisors' reactions as based on agg>was
not, however, shared by all EIAs. Several EIAs commented that
supervisors were concerned about releése time at first, but

once they understood the company policy and the project, they

became much more accepting.

d. Supervisors

The role of supervisors -- both existing and desirad --
in promoting tuition refund was dischssed at length by many
interviewees, and again no cléar consensus of obinion emerged.

Regarding the existing role of supervisors.in providing
tuition aid information, many interviewees stated that even
though supervisors theoretically know about tuition aid and
advise employees about the plan, they often do not, because they
have so much information to disseminate that tuition aid fre-
quently gets lost in the shuffle.v It'is simply not top priority.
This viewpoint was quite common.

The strong differences of opinion emerged, however, in
regard to the role supervisors should play in providing educa-
tional information. One school of thought was that supervisors
served as informational focallpoints regarding the company and
were in continuous contact with employees; thug, they were the
proper and the best people to advise employees about tuition
refund and educationél opportunity. A second perspective was

that supervisors should know enough to at least refer employees
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interested in education to the appropriate source.

~ The other. school of thought was that supgfvisors definitely
were ggg?the desired source of tuition aid ihfq;métion for
employees. Several interviewees firmly stated that supervisors
could be threatening and thaﬁ the effectiveness of the project
rgsted\largely on a mode of information delivery that involved
'using hourly workers as peer advisors. Two management repre-
sentatives stated that EIAs who were union stewards were in the
ideal.position to play an encouragement role.

"According to both surveys, over half of reséondents would
like to receive tuition aid information from supervisors, though

this number decreased from 70 percent to 53 percent.

e. Workforce Training Needs

.A number of interviewees emphasize@ the crucial importance
of tfaining employees to prepare for the technological changes
the industry will undergo in the near f;ture. . While some ex-
pressed strong fears that‘techﬁological‘change would result in
extensive loss of jobs, others said that skill needs would change
(thus the importancé of training) but the total number of jobs

would not diminish.

Union Role

The majority of interviewees who commented on the subject
stated that the union had an important role to play in promoting
education to hourly employees. The EIAs were cited as an excellent
vehicle for this. One management representative, however,

expressed the view that in the utilities industry (as opposed

to_manufacturing) employees look to the company more than the -
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union for benefits and would not consider the union an appro-
priate source of educationai information.

Barriers

Many intervie&ees commented on the major barrierslthey
perceived which inhibited workers from returning to school and/

or using tuition refund. The following are the barriers most

~jfrequent1y cited:

e Overtime, shift work, and other work scheduling problems

® 1Inability or unwillingness to pay«tuition up front

® Fear of returning to the classroom

® Adult responsibilities which conflict with schooling
’ (children, etc.)

® Grade level requirement for reimbursement
e Lack of information

® Peer pressure against education

e Red tape in educational institutions, and

¢ Lack of management emphasis on the importance of exter-
nal education for personal growth.

Perusal of worker contact forms submitted by the EIAs (with
employee comments entgred on the formé) revealed that the following
barriers were most commonly cited by workers:. lack of interst
in education, too old to return to séhoél, financial problems and
need for advance payment, lack of time, child care problems, no
need for education, and lack of information about education. Of_

these, the advance payment issue was the concern most often

éxpressed by workers which inhibited them from returning to
school. 1In addition to the many who advocated total up front

tuition payments, one worker proposed that the company pay the

‘worker; about half of the education costs up front and then pay
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the balance upon proof c¢f course completion with a passing

grade.

The second worker survey results confirmed an idea advanced

by some researchers that when theiinformation barrier is reduced,

-as was done in this project, other barriers will emerge. For

example, if a worker is unaware of an eduéation plan altogether,
he or éhe is unlikely to list a faétor such as payment method

as a barrier fo its use. As he or she becomes familiar with the
provisions of the plan, however, a critique of its specific
features or restrictions may well develop: This seemed to be the
case in California. In a listing of possible barriers to the

use of education and training, information and advisement barriers

decreased from the first to the second survey, while certain pro-

gram and other barriers. increased. The following noninformational

barriers were cited by over 10 percefit more of second survey
respondents than first: inconvenient scheduling of éducatién
offerings, work scheduling difficulties, problems.with child cére;
lack of free time due to family responsibilities, and belief that ‘
education will not result in promotion or a better job.
C. Conclusio;' o |

The demonstration project suéceedéd in-meeting its prime

objective of raising employees' awareness of their tuition re-

fund plan. Beyond this, it generated much interest in educa-

. tional information and advocacy for hourly employees.

Not only was there widespread support among project parti-
cipaﬁts for continuing certain components of the demonstration
model, but there was significant consensus regarding what the

priorities for action should be.” These priorities fall into the

the following a;eas:'_
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e Ongoing information dissemination. ; Many interviewees

stressed the‘néed to promote end advertise tuition aid and local
educational opportunities on a eontinueus basis. Thie could be
done through an educational resource center, company and union
newspapers, bulletins, posters, supervisors, and meetings.

° Use of a resource person. The value of the site coordlnator

-as a central knowledgeable and visible contact person was men-

tioned repeatedly. Availability of such a resource person was
cited as highly beneficial to the success of the education infor-
mation delivery system.

e Peer advisement. Project participants were virtually

unanimous in their praise of the EIA model. The use of employees
as educational counselors for their co-workers was viewed as a
highly effective advisement mechanism. This was true regardless

of whether supervieors were also perceived to have an informational
role and whether or not the union was seen as having an educa-
tional advocacy function.

e Collaboration. A number of interviewees noted the value

of full involvement of the union (through stewards-as counselors,
membership meetings, etc) and suggested that active company- ’
union collaboration be a cornerstone of the educationlinformation
system. | |

Central to the success of the project was the willingness
of the ceﬁpany to open its doors and to provide time, access,
personnel, and other resources as needed. If the high level of
company and union commitment evidenced throughoef the project

year were to be maintained, then the outlook for actuelizing the

above priorities is quite good.

Iv-76
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On a broader scale, what has been accomplished in California
through the demonstration project suggests that the vast~untapped
worker interest in lifelong learming -~ for self-development
and advancement -- can be effectively activated by providing
'_educational information and encoﬁfagement through aA
variéty of means. And thus the California experience sheds
considerable light on what others can do to tap the often dor-
mant enthusiasm of workers for continuing the experience of

‘'learning throﬁghout their lives.

<0g
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INTRODUCTION » B
| The Model III demonstration project was officially launched '
' May 18, 1979 in Hartford, Connecticut. It incorporated three pro-
grammatic interventions: the establishment of an information
system, an educational advisement service, and relationships between
the worksite and education institutions. These interventions were
to focus on the clerical and maintenance employees of the State
Government of Connecticut,.populations which historically had.made
‘infrequent'use of the state's tuition reimbursement plan. Their
purpose was to increase the knowledge of these target populations
about their tuition reimbursement plan and local opportunities

for education and training.

" The model adopted in Hartford was one of three program models
developed by the staff of the National Institute for ‘Work and
Learning (NIWL)* on the basis of its extensive study of negotiated;
’tuition-aid'plans (Charner et.al.; 1978), which was funded by the
National Institute of Education. The study was inapired}byEa
paradoxé that although tuition-aid is avaiiable to many workers in
the United States, very few actually use this'benefit to help |
finance their education&or training :Its primary purpose was
to identify any barriers which limit use of tuition-aid by workers
and recommend ways to remove- them Inadequate information and
inadequate counseling were identified as two such major barriers,
and the three interventions incorporated into MOdel III were recommende

‘o

as approaches which could lower or eradicate these barriers.

* Formerly the National Manpcwer Instituté (NMI).



After months of diécuséion, formal agreement wa. secured
among the following parties to sponsor the Model III demonstration
project: the Personnel Division of the State Government of
Connecticut; two state employee unions, the Connecﬁi;ut State
Employees Association and the Connecticut Employees Union Indepen-
.dent; and a consortium of sixteen public and private post-secondary
institutioﬁs, the Coo;dinating Committ;e for the North Central
Region. Funding was to be provided by the National Institute}of
| Education and technical assistance by the National Institute for
Work and Learning. |
Fourteen months later, there is substantial evidence
of changed attitudes and knowledge levels among the targéf_popu- _
lafionsgconcerning their tgition reimbur-ement plan and educa-
tion énd training. There ﬁre a{go institutional changes planned or
actually underway within thé orgéhizations which wefé party to the

Model III project. To cite a few examples of change:

o the.percentage of the target populﬁtion who report receiving
\ tuition-aid iéformation has increased by nearly 50 points;*
o ﬂthe percentages of these workers who report inf&rmatioﬁ or
counseling"barriers has deéféased by .25 to 30 points;* and
o the state government is simplifyingftﬁé-tuition reimburse-"
ment system and has created a new professional position
wifbin étate service to coorﬁinate the system.
These remarkable changes represent only part of the impact of a
complex project, the ultimate.results of whose'intervent%ons may

not be fully recognized for Severai years or more.

* According to a comparison of the results of the first administra-
. tion of a NIWL questionnaire .to randomly.selected workers at
the beginning of the project, with the results of the second
administration at its conclusion. S
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This case study report describes and analyzes the Model III
demonstration project: its genesis, the events 6f the demonstra-
tion year, and the outcomes. It draws on extensive interviews
with project participants, the results of the two surveys of
clerical aﬁd\maintenance workers, the site coordinator's records
and reports, official documents, an& newspaper articles.

First, the problem is stated: why aren't workers in the
United States taking advantage of tuition-aid and what steps
could reﬁedy this? The rationale and structure of the Model III
approach to this problem are explained. The selection of
Connecticut as the demonstration site is recounted. The state
tuition reimbursement plan and the clerical and maintenance work-
forces are described. Each of the four Connecticut parties is -
discussed in terms of the pre-project con;giffmthgir reasons
‘fof,participa;ing, and their activiﬁiés during the project. The
- roles of the key Mo&el III participants -~ site coordinator, local
planniﬁg coﬁmittee, and educaéion‘information advisors -~ are

analyéed, both as originally,envisioned iﬁ the model and as
‘actually performed. A chronoiogy of signifiéant project évents
is set forth; Lastly, the outcomes of the project are analyzed:
its effects on workérs; parties, and participants; the success af

N

the roles and interventions tested;-the rggommendations_from the

Connecticut site for the future; and a conclusion which summarizes

what we have learned.

-
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THE PROBLEM: AN UNTAPPED RESOURCE

| More than nine out of ten companies in the United States
employing 500 or more workers offer tuiticn-aid benefits either
unilaterally or through negotiation with a union or employee
association (Lustefman, 1977). Many smaller firms also offer
tuition-aid. | |

But the great majority of.eligible workers never take advan-
tage of these plans. On a nationél average, only three to five
percent of these employees actually parficipate in their tuition-.
aid prPgram\(AT&T, 1977 and Momeni and Charner, 1979). These per-
centages are even lower for hourly workers. )

At a time when adult enrollments in education and training
programs continue to grow, why do so few avail themselves of this
source of financial aid? Even more puzzling, why is this especially
tru; of the workers who would seem to need tuition-aid the most,
thoge in hourly-wage jdbs which typically provide low incomes and
little promise of career groﬁth in the future.

To examine this paradoxical situation, :the National Institute
for Work and Learning conducted a comprehensive study of 198
negotiated tuitioﬁ-aid plans under contfact to the National IhStitute
of Education (Charner et.ai., 1978). ‘The attitudes of employers,
union representatives, and workers themselves were scrutinized to
learn why each valued education and what causes each identified
for limited tuition-aid use. The study's primary purpose was
to identify barriers to ﬁhe use of tuition-aid and to suggest ways

. of overcoming these barriers.
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What tﬁe study revealed was that inadequate program infor- ' ‘
mation and inadequate counseling were identified by large numbers
of workers {(4£3.6 percent and 50.7 pefcent, respectively) to be
problems. Moreover, the percentages of nongérticipants in educa-
tion(reporting these factors to be problems were significantly
higher than the percentages of participa..s, indicating the
presence of barriers to tuition-aid use. In addition to these two
structural barriers, the study indidated that two.demograbhic
characteristicé, educational level and age, relate strongly to
tuition-aid use. Two personal attitudes, lack-of interest and a
feeling of being too old for school, were barriers for only a
small number of people. o

Although‘only structural barriers are directly subject to
removal through program altératibns,‘Chérner et.al. (1978) points ‘
out that attitudinal and demographic éarriers might also be re-
“duced by impfoved information or counseling services, Counéeling,
for examble, might help a worker understand the potential benefits
.of education or training. 'Similarly, Crosé (1978:15) obSefves:'
"One wonders if many'éerceived problems with schedules, locations,
and courses are not ultimately due to lack of information about “
the 6ptions that do exist". |

To overcome fhese structural barriers, the NIWL study pre-
sented three program recommendations:

o develop new information delivery systems;
+ 0 “improve education advisement services available to workers; and
o 1link the worksite and local education providers more closely.

-
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The third recommendationVWas-conceived as a way to connect

workers with a first-hand source of education-related information
and counseling, the education providers, and to improve workers'
and educators' knowledge and understanding of one another. Whether
one -or all of these recommendations is to be adopted, the study
emphasiz s the importance of the involvement of all principal
parties in a program's development and implementation.

With additional support from the National Institute of Educa-
“tion, NIWL undertook detailed case studies of three tuition-aid
programs remarkable for the relatively high rates at which employees
participated. Among the factors which appeared to contribute to
these high rates were comprehensive information and counseling
systems and excellent relationships Eetween the employer, union

and area education institutions.
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THE MODEL IIIPROJECT; AN APPROACH TO THE PROBLEM

 With this confirmation of the 1978 tuition-aid stﬁdy results,
NIWL staff developed three alternative p;;gram models to test the
recommendations at local sites. Each local site that elected to
participate would adapt one of the mo&els to its own situation
and conduct a demonstration project for one year. Model I
incorporated the information delivery recommendation, Model II,
both information and education advisement.

The original Model III, however, incorporated all three
programmatic interventions designed to make tuition-aid, educa-
tion and training more accessible to workers. The model was
structured to ensure that each intervention was,carried out throuéh
cooperative efforts by management, labor, and education
institutions. | ,

The first intervention was to develop an infofmation delivery
system to provide workers with adequate information on an on-going
basis about their tuition-aid plan, its provisions, and local
education and training'opportunities. A variety of meéhods were

sdggested: preparation and distributio of printed booklets,

bulletin board notices éﬁd handouts, spaper articles, management-
or‘uﬁion-sponsored meetings, to
Thé second intervention was to establish an oh-site educa-
tion advisement service to help workers apply for tuition-aid,
locate and apply fér %ﬁucation and training opportunities, deter-

mine career plans, and overcome psychological barriers. Both

individuél and. group counseling approaches would be tested.

v-13
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Lastly, new working relationships were to be'forged between
the employer and locai education institutions to establish the
groundwork for later cooperative efforts to provide workers with
more suitable and convenient education opportunities. Based
on an assessment of workérs' needs and interests, curricula could
be revised, courses more conveniently scheduled and located,
remedial programs offered, and new instructors hired. |

Staffing of Model III was structured to proﬁote collabora-
tion among parties to the projeét. A local pianning committee
composed of representatives from management, labor, and education
was to be established. It would be responsible for the design
and implementation of the local program with technical assistance
from NIWL. It would issue broad policy recommendations and over-
see the site coordinator.

The site coordinator's role corresponded in complexity to
‘that of Model III itself. The tasks the coordinator would per-
form with regard to each of the three model elements were
stipulated in general terms at the beginning; the specifics were
to take shape as the local committee mapped out project activi-
ties. The coordinator was respohsible for day-to-day operations,
implementing the locai cotmmittee's plans, and serving as liaison
between the local coﬁmittee and NIWL. As a participant observer,
the coordinator woulé maintain all records, chronicle significant
events in the life of the project, and report regularly to NIWL.

;
! {
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Education Information Advisors (EIAs) were to be selected, ‘

some from among workers in the target populations and others

:‘from among managers of training units or personnel staff. Tueir tasks

fell into three categories:

o Information delivery: Explain to workers individually

and in groups, the tuition assistance program,
alternative financial aid sources, and both in-house
and éxternal training and eduéatioﬁ opportunities. )
o Advising: Help workers'selectlappropriate education
or training and apply for tuiﬁion assistance, and
motivate them to use tuition assistance. Also
help them state their learning interests'through
group discussion, interest inventories, and exploratory
interviews. . ‘
o Reporting: Coilect and record.basic data n advisées,
report regularly to the coordinator, and communicate
the learning needs and difficulties expressed by workers
to the local committee via the coordinator.

The EIAs were conceived as the structural link between the

Model III administrative level -- local planning committee
and site coordinator -- and the workers in the target popula-
tions.

Within this broadly sketched framework, there was much
room for flégibility. Model III was intentionally designed
to permit maximum initative from the local parties and the
project staff. It was felt that more specific roles and objec-

tives should ewolve during the course of the demonatration '
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preject according to the plans mapped out by the local planning
committee, the characteristics of the local site, and the expertise
of the local parties to the project. | ‘ ‘
To stuey the effect of the model, several met#ods of data ‘
collection and analysis were planned. A etructggee questionnaire
was to be administered.to randomly seleeted grduﬁs,ef 100 workers
before and after the demonstration‘project to measure the interven-
tions' effects on workers' knowledge, attitudes, and behavior with
regard to tuitioﬁ-aid,e&ucation and training. The site coordinator
was to maintain comprehensive records including a daily program
diary. The EIAs'were to record any contacts with workers. Finally,
a case study was to be prepared at the project's conclusion drawing
on interviews with participants, survey results, and the documents

and reports produced by the project.

v-16
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THE PROJECT: KEY PARTIES

Se]_;éctiqn of the Hartford Site . - : ‘
Once the models were drawn up, the search for sites for
‘their implgmentatioﬁ“qquyd begin. The'site eventually chosen for
“-the Model ITI demdnStration project was Hartford,.Connecticut,
the capitol .and base of,sfate gﬁvernment operations.
The selec;ion 6vaartford w&s the consequence of several
éircumstances'coming together. Firstly, the state government
offered a tuition reimbursement'benefit to its employees. An
analysis by the state Personnel Deﬁelopment Division early in 1979,
however, concluded that only four percent of the workforce took
advantage of this,.benefit in any given:year. Moreover, these per-
centages weze lower for employees in the clerical and maintenance
units. This situation mirrored that described in the NIWL study
of negotiated ‘uition-aid. ‘ _ , ‘
Secondly, the state employed large numbers of clqtical and
maintenance workers. Their numbers were sufficiently érgat“to o
permit adequate measurement of the interventions' effects on these
populations. |
Thirdly, local enthusiasm for the project was great. 1In fact,
local interest in linkages between the sfate government and area
colleges cén be traced back to the early months of 1977, Qhen the
Executive Director of CSEA and the Dean of Education and Profeséional
Studies at Central Connecticut State College cqnceived of a project

which would assess the educational needs of the state employees,

provide a vehicle for work-education linkages, and draw on the

v-17
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tuition reimbursement mornies negotiated by CSEA. This fact is
__notable because it indicates local concern for the- educat10na1
needs of state employees and interest in linkages which predates
NIWL involvement at the Hartford site. Furthermore, the points of
correspondence between this concept and the Model III design may
have enhanced local interest in the adoption of Model III itself.
Discussions over a period ‘of months between NIWL and the

Hartford parties eventually led to the shaping of a mutually satis-
factory proposal for a Model III project. A number of the organiza-
tions and individoals who were eventually to‘become members of the

Model III local planning committee were engaged In this collabora-
tIve proposal development process bf-the summer of 1978 or even
earlier.‘ Party to the discussions in Hartford concerning the
possible adoption of Model III were the state Director of Personnel
Development; the Coordinator of a consortium of higher education
institutions, the: Coordinating Committee for the North Central
Region (CCNCR);.representatives of the Connecticut State Employees
Association (CSEA), bargaining agent for clerical workers in the
state government; repre;entatives of the Connecticut Employees Union
Independent (CEUI), bargaining agent for maintenance'workers; and
NIWL. These parties worked oot the proposal which eventually led
to a contract for a l4-month project; approved by the National

Institute of Education in April 1979;
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Although the formal memoranduﬁ of agreement (see Appendix A)
which sealed the contract ietained the flexible structure of the '

original Model III design, it dld set forth broad goals and spell

out some specific responsibilities The parties accepted as

Ed

common purposes: o
o To increase workers' awareness of tuition reimbursement,
.education ooportunities, and caréer<options; _ -
o To increaseiworkers' interest in ano use of these
resources, particularly tuition reimbursement;
o To develop eoucation programs, courses, or methods
responsive to workers', agencies’, and state needs;
o To provide a foundation for future cooperativc efforts
-~ by increasing communication and intéraction among parties
to the project;
o To evolve the capability to continue and expand the o '
project.beyond the original 14 month period;
o To deveiop ademonstration model which could be implemented
at other sites nationwide;
"0 To expand the knowledge base regarding ways to reduce -
barriers to worker participation‘'in education and training; and
o To generate recommendations for wotk-education policy
at locaIJ state, and federal leve].s":_.._.=
The Connecticut parties also agreed to establish and sustain
the local plaﬁning committee, nominate candidates for the EIA
and site coordinator positions provide facilities for the EIAs' and
site coordinator's daily activities, arrange for the survey
administrations, arrange for EIA participation in NIWL training, and
provide facilities for the site coordinator's training. NIWL , '

agreed to train the site coordinator and EIAs; be ascountable for
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contract funds, design and implement a data collection and analysis
program at the site, ensure information exchange among its three
demonstratioﬁ sites, estabiish reporting procedures for the site
coordinator, provide gﬁidance in obtaining and organizing educa-
tional information, and convene site participants for periodic
reviewsz. |

To uﬁderstand the évents and outcomes of the succeeding
months, it is essential to examine the environment into which the
Model III interventions were introduced and the involvement of |
the original parties during the demonstration year. The following
sections examine characteristics of the clerical and maintenance

workforce, the state government, the two labor unions, local educa-

tion institutions and CCNCR, and the tuition reimbursement plan.
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The”Workers:' State Clerical and Maintenance Employees
The complex demands of state governance in Conne:ticut require
a workforce whose skills range over professional,-technical,
scientific, crafts, semi-professionai and unskilled categories.
The populations upon whom the demonstration project focused were
clerical and maintenance workers at the five agency locations in
and around Hartford selected as sites for project activities.
" Clerical workers inciude secretaries, typists, clerks, daéa entry
operators, nonprofessional inspectors of documents and papers,
and other office workers. The maintenance workforce is extra-
ordinarily diverse, essentially blue-collar, and includes
skilled crafts workers such as electricians and bakers, butkhngtzadamnn
truck drivers, mail clerks, duplicating'machine operators, toll booth operators,
“sanitation workers, and other service and maintenance employees. Acamnﬁng toa
CEUI spokesperson, fifty;xnrent of‘duabargahﬂng'unittmnbenﬂup arelxuwulled
and semi-skilled 'Maintainers". '
At the outset of the demonstration project, a structured :
- survey was administered to a randomly-selected group of 100 cleri-
cal and maintenance workers. The findings were instructive. df
the survey respondents, three-fourths were women, half were married,
and half were more tnan 45 years old. Less than 15 percent were
black, and only one percent hispanic. Four-fifths were CSEA A
members. |
Salaries are a primary concern of Connecticut state employees,
according to many observers. The survey shows slightly more than
one-half salaried with pay for overtime, and slightly less than |
one-third hourly wage earners. Eighty-two percent of the survey’.

respondents reported angual salaries undér $10,000; more than
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95 percent earned less than $13,000. These responses parallel
figures issued by the Connecticut Office of Labor Relations in
 June 1979 which-set the average clerical salary at $9,048 and
the _average maintenance salary at $10, 527 " Informal observa-
tion suggests that it is not uncommon for clerical and main-
'tenance workers to rely on overtime pay or a second part-time
job to supplement their incomes.

The_educational attainments and aspirations of these groups.
. were also surveyed. A substan*ial majority (88 percent; had
earned a high school or GED diploma One in five had attended
college, although only 4.2 percent received an associate or bache-
lors degree.” More than one-fourth had participated in'a voluntary
education program within the previous two years. Nearly hali the
respondents reported a strong desire for additional education or
training and more than ninety percent thought they needed it.
More than ore fourth definitely planned to continue their education,
and 43 percent thought they probably would. .

Noting that there are many reasons why people do not pursue
further education or training, the survey asked respondents to
identify any which'were relevant to their personal situationf
Most problems were related to information and advice:

o Inadequate counseling about career opportunities (83.5

" percent) ; _
o Inadequate counseling about courses and their own
qualif _ations“(81r6 percent) ;
o Inadeqi:te information about educational .institutions

(75.3 percent);



o 'Inadequaté information about coursgs”(74.7 percent); and
o Inédequate'couﬁse;ing about educational institutions
~(7L.8 pefcent). ’

Sigeable numbers of respondents also cited as obstacles: educa-

tion .does not leadhtobpromotion or a better job, education not

available, course scheduling and location iﬁconvenient, inflexible

.work hours, re;uctance to take courses on éne's own t;me, and

family responsibilities. v o | —
Almost 75 percent did not knqy»tﬁ;;e was a tuition reimburseQV/

ment plan for state employees. /6n1y four percent recalled reqeiving

info?mation in the previous six months about the plan, and 30

percent information about education or training. Questions about

local education opportunitities elicited many "dontt knows"',

indicating a basic lack of information. The picture thaf emerges

is one of ﬁorkers convinced educatidn is probably important to

their futures, but utterly unaware of the financial aid, aducation

or training 6ptions open to them.
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- Tae State Government of Connecticut

The state government of Connecticut is-an employer of
approximately 45,000 people who work for 23 state agencies or
‘one of the state's numerous institutions, which include hospitals,
schools, ‘and .prisons. Although the government is baaed in Hartford,
employees work at locations scattered throughout the state. There
is great diversity in administrative organization and procedures
from agency to agency, and even among branches of a single agency.
The Model III demonstration project operated from four _

separate agency sites selected on the basis of a substantial cleri-
cal or maintenance workforce and management interest in the project.
The Depatrtment of'Labor (DOL) in Wethersfield-(15»minutes from
downtown Hartford by car) has from 200 to 250'c1erica1 workers.
Alao headquartered in Wethersfield, tne Department of Motor Vehicles
(DMV) clerical staff numbers 300 to 350. The Bureau of .
Purchasing, headquartered in Middletown (45 minutes from Hartford)
employs 110 to 125 maintenance workers in the warehouse, bakery,
butcher shop, and hospital laundry. About 20 work at the print
shop. and mail room'in Hartford and a few others work at laundries
and carpools in the area. The Department of Transportation (DOT)
employs about 3000 highway maintenance workers, of whom perhaps

vJ0 are toll booth operators, at many locations throughout the

state. Approximately 100 DOT workers were reached,by Model I1T activities,'
Career Dynamics: Hiring and Promotion

Employment with the State of Connecticut is regulated by

the Connecticut State Merit System and the provisions of the

collective bargaining agreement negotiated for the employee's
bargaining unit. Under the merit system, a majority of state
jobs are filled through competitive examinations. Announce-
ments are issued describing'minimum qualifications, required
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education or training,'the pasition'g duties, and abplication
closihg date; they are posted on bulletin boards, available from
agency personnel offices, and noted in the unioﬁ press.

Some aspects of the merit system are singled out by observers
as impediments to promotion of state emplcyees. The state Up-
ward Mobility Committee (Report, 1978) has beén "deeply concerned
that restrictive interpretation of exam requirements is eliminating
candidates. . .", and recommehded increased use of performance
reviews as alternatives to exams. Other observers note that
because agencies tend to recruit from.within, employees of smaller
agencies have more limited opportunity for advancement. Differences
between agencies_in t tms of career ladders, job classes, and per-
sonnel policies also affect the extent of promotional opportunities
available. Lastly, there are those who believe the merit sjstem

is not immune to favoritism.

Personnel Development and Training

Responsibility for career developnent, education and

- training of employees is shared among agencies and administered at
different leveis. The typical state agenéy has its own personnel
or training unit, or an office which combines both; the division
of functions between these units, including processing of tuition
reimbursement applicati&ns, varies. The training avszilable to

a state employee is largely determined by the sizc, budget, and
management philosoghy of the agency for hhiéﬁ/henor she works.
Courses closely geared -~ departmental jobs are offered by some
training units, £>r example, courses in snow :éﬁoval techniques
at the'ﬁepartment'of Transportation. Other agencieS'sponéor

virtually ro in-houce training.

2
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However, there is a central office with chief responsibility
for statewide personnel development and training lodged within

the Department of Administrative Services (DAS).

Department of Administrative Services

Commissioner

Y

Director, Personnel
& Labor Relations

———————

L~ »
~ & T YN
Lgdministratioﬂ]. Compensation &| [Technical | [Labor Relationﬂ

~  |Research Div. Personnel )

Services
;:> \Personnel Communicaticns 4;'
[IDevelopment .
L1 1 77

Several interviewees remarked upon the complexity of the Personnel
and Labor K C.Jns structure and funcfions, one commenting that

"'state personnel is really like four or five autonomous agencies.”

With a professional staff of five, tbg;Pérsonnel Development
Divisioh oversees in-service training, managerial development,
upward mobility, affirmative action, career path @esign; and the
management incentive plan. A limited number of inservice training
courses are scheduled by the Division during work hours primarily in
business, supervisory and managément skill areas.

Establiéhed in 1978; the Personnel Development Division's mandate

was summarized by its director to The State Scene (May 1978) as

"coordination between the various functions of personnel development
and training in state agencies”. He described the director as an
advocate, designer of programs, consultant to agencies witlout

training staff and assistant to those with training staff.
: v-26 . '
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As tne relatively recent creation of the Personnel Development
Division may indicate, the state government has not traditionally
viewed educating its employees, either to perform their current
jobs better or to advance within the state serVice as an appro-
priate function for the state. There is considerable agreement on
this point among state and agency personnel and training staff, and
lunion representatives. On the other hand, within a few agencies;
individuals in a personnel or training capacity have for years
supported employee education, upward mobility, and related
concepts. Establishment of the Personnel Development Division ele-
vated these principles to the level of statewide policy and cen-
tralized authority for their administration. As the Director of

Personnel and Labor Relations explained the impetus for creating

the new Division ..to The State Scene (May 1978). "it is our

intent. . .to institute a model upward mobility program and to

‘create a multi-faceted training program that will provide everyone

in government the opportunity to improve their own position and
earning power."

Upward Mobility Policy

The "model upward mobility program' refernaito by theIﬁrchn:of
Personnel and Labor’Relations is intended to address the career
development needs of etate‘employees for whom the formal procedures

of the traditional merit system are inadequate. A special Upward

Mbbility Committee, authorized by tne>Connecticut General Assembly -
issued guidelines in i978 by which agencies should carry out their
inandated upward mobility programs, and recommended steps to be taken

By the Personnel Developnent Division. An upward mobility program

was defined as: . - 25, v_27 ”
vYog. ' . *
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essentially. . .a'syStematic management effort
to forus personnel policy and action on the
development and implementation of specific
career opportunities for employees who are

in dead-end positions, or who are exhibiting

or may have the potential for higher level work
(Report 1978).

The report noted that traditionally, many of these employees had

\

/

- beer women and minority group members.

Specific steps t#ken to implement this policy in the ensuing
years have included review and redesign of career ladders, an
amendment of the tuition reimbﬁrsement—policy, and adoption of the
"pre-professional trainee step". This step provides a trainee
employee with two years of on-the-job training, at the énd of which
‘the trainee is qualified for the entry-level inaaprofessional
series such as personnel or accounting.

State Participation in the Demonstration Projeact

According to the,state Director of Pers;nnel Development,

the decision by the state to participate iﬁ Model III was in some
respects a direct responsé to the Upward Mobility Committee's 1978
report, which specifically cites clerical and maintenance workers'
need for upward mobility. Among the report's recommendations were
that state persomnel staff keep these employees informed about
tuition reimbursement and other financial assistance for education,
and that cooperative education programs be undertaken with educa-
tion inscvitutions.

" The state government contributed to the demonstration project

in a number of ways. It was represented on the local planning
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committee by the state Director of Personnel Development. His
salary for time spent on project activities was paid by the state.
Space was provided at no chérge to the project budget fur the
site coordinator's office and the survey administrationms.

In addition, the effort to secure specific agency sites
required the time. and energy of many in stéte management. This
process, scheduled to required several weeks, actually extended
over four months. The original goal was to select the minimum
number of sites located near Hartford which would permit the involve-
ment of at least 600 members of both the clerical and maintenance
bargaining units. This immediately narrowed the choice of potential
sités, A second factor<prolonginglselection was hesitation by
personnel and training staff at potential sites over such concerns
as the release time requirement and a reluctance to work with
unions during intensive collective bargaining. Thirdly, because
it was not always clear which official at a potential site had

authority to discuss participaticn in Model III much time was spent

‘locating the appropriate individuals. Once an agency agreed to

participate, a letter was sent from the stale Director of Personnel
and Labor Relations to the Commissioner of the agency to secure

a formal commitmént.and explaiﬁ the project, gurveys, EIAs, and

i
4

release time. \

Events within| state government also affected the demonstration
project. During the demonstration year, thé state experienced a
bééklog of tuition reimbﬁ?semeﬁ? applications and corresponding
slowdown in payments which grew more serious thfoughout the winter
and spring of 1980. It was apparentlj engendered by the fact that
tuition reimbursemeﬁf appiications from bargaining units without
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contracts could not be processed and exacerbated by the illness of
-a key staff person. While this caused resentment on the part of
inconvenienced employees, it“aiso focﬁsed.attention within state

management on the advisability of revising the processing procedure.




The Unions: Connecticut State Employees Association and Connec-
Tticut Employees Union Independemnt — '

General Profile .-

Employees of the state government in Connecticut are classi-
fied for purposes of union representatlon into collective bar-
gaining units organized according to occupational groupings:
-corrections, health care, social and human services for example.
The membership of each unit votes to select a union to represent
that unit. The "admlnlstratlve clerical unit" was represented
by the Comnecticut State Employees Association (CSEA), and the
"maintenance and service unit'" by the Connecticut Employees Union

Independent (CEUI) during the demonstration year.

The Connecticut State Employees Association was created in the
eérly 1940s. For the first thirty years of its existence, CSEA was
not a bargaining agent but rather an association without formal -q
authority to negotiate with the state government on behalf of its
members. With the introduction of collectivebargaining in 1977, CSEA nego-
tiated its first contract as part of a cogii/t:/l.on with CEUI, It has a mem-
bership of 16,000. The clerical unit is only ...e of 10 units
répresentedkby CSEA during the demonSfration year, but its 7800

members obviously constitute a substantial percentage of the total

membership.

The association's organizational structure is quite complex.
The '"chapter" is the grass roots unit, usually organized according ‘
to the geographic locafion, departmental aﬁd divisional structure
of state agencies. Chapters send delegates to the '"councils"

which are organized according to bargaining units, and to an annual

statewide convention. The councils elect members to the Execu-
tive Board, which is the association's ruling body between conven-
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tions: The Executive Committee, composed of officers elected by
" the conventioﬁ;ﬁnd council vice-presidents, channels major issues
and concerns for consideration to the Executive Board and
résolves lesser matters itself. Councils meet monthly; chapter
meeting schedules vary. | |

'Thé second labor participant in the Model III project was
the. Connecticut Employees Union Independent. -CEUI is of more
‘recent origin, established in 1967 by a group of hospital empldyees
who voted to dissaffiliate from theéir union. It now represents a
single bargaining unit, ﬁaintenance, 7,000 of whose 8500 members
have joined'CEUI. H v )

The organization of CEUI is quite different'from CSEA's multi-level
~structure. General membership meetings are held monthly at four or more locations
throughout the state except during the summer. The Executive .
Board is responsible for long-term ﬁoiicy decisions. As chief
executive officer, the President is responsible for day-to-day
operations. A network of 200 stewards and several staff repre-
sentatives are the critical link between rank and file members and
CEUI's executives.

- Both CSEA and CEUI are represented at the worksite by stewards,
most of whose work inyolves grievance and workers' compensation
procedures. Training sessions are sponsored for stewards to
instruct them about these procedures and contract provisions.

The staff representative is the counterpart to the business
agent, field or international representétive of other unions. -
They are the link‘petween union executives and stewards, working
with them on problems at the worksite. Responsibilities include

contract negotiation and interpretation, grievances, workerg'
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compensation, and organizing.

Both unions publish monthly newspapers:. CSEA's Government News ‘

and CEUI's The Independent Union. ’Theseaveport on union news,
viewpoiﬁts, and social events; the CSEA paper notes upcoming state
employment exams. CEUI also mails flyers|to workers' homes with

detailed explanations of grievance proce res dnd their outcomes.
e well. Another

Some CSia councils have their own newsletters
means for communicating wipﬁ.;he rank #nd ffié are the bulletin
boards at sﬁate worksites feserved for union\announcements.

Union representatives agree that education has not been tra-
ditionélly a top priority oé“étate_employee unions. They observe
that the union stance in negotiations has reflected pressure from
the rank and file to focus primarify on salaries. For severgl
yéars, \CSEA has sponsored workshops to prepare members for state
employment exams, upon request froﬁ a minimum of 15 people. But '
promotion and publicizing of educgtioh»ahd tuition reimbursement
has, in general, been limited. \ )

The reéults of the survey administé;ed at the outset of the
demonstration project tend to confirm this. Five percent or fewer
of the respondents reported receiving information about tuition
reimbursement from the union newspaper, méet%ngs, or'representa-
tives within the previous sih'months} Ten‘p;rcent had read about
éducation and training i& the union,newspépef; only three percent

had heard about s_c}. oppert ilties from union representatives or

at meetings. _
Characteristics of Collective Bargainingﬁ

At this point, it should be noted that collective bargaining
is new to the State Government of Connecticut. Although CSEA
was created early in the 1940s, CEUI in 1967, the first contract ‘

with the state was not negotiated until 1977. This so-called
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"master contract" was signed by the state government and a’
coalition of. CSEA ‘and CEUI.

Further complicating matters is the fact that collective
bargaining is not only young; its structure is extraordinarily
complex.. There are many employee associations: in addition to CSEA
and CEUI, Loca1‘1199‘of the Hospital and'Health Care Workers
(AFL-CIO), and the American Federatibn of State, County, and
Municipal Employees (AFL-CIO) are active. The collective bargaihiﬁg
unit system leads to such éituatidhs as that faced by the Office
of Labor Relations during the most recent cbllectivé bargaining
sessions, when 12 separate contracts had to be neébéiated.

These complex relationships are also far from stable.."The
unions compete for the right to represent individuél bargaining
units. During thgvéfficial "open window'" period, unions may
legally challenge tﬁe incumbent representative. Competition is
occasionally quite éntagonistic, and ﬁnions héve_lost the right to
represent a unit. CSEA for example, lost a substantial portion of
its members as a result of such a struggle in 1978. _

Although this situation obviéﬁély causes confusion within
state management, union representatives‘are disturbed as well,
believing divisions within labor weaken the collective power of
state employees by allowing management to divide and conquer. In
retu:n,Amanagement notes that the '"instability" of representation
makey it difficult to undertake long-term planning for a group of
emplovees in conjunction with their uhion.

It is possible that this instability also affects what
workers know and feel about their unions. According to the

initial survey results, only 19.2 percent of the respondents knew
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that the tuition reimbursement benefit was negotiated as pé:t of
the state/union contract. Less than ten percent believed theig
‘union encouraged its members to use tuition reimbursement; less
than 14 percent thought it promoted participation in education or
training. When asked whether they would like to get information
on tuition reimbursement from a union represeutative, just under \\\
22 percent said yes. These statistics suggest workers at least

somewhat uncommitted and distant from their unions.

Union Participation in the Demonstration Project

This was the environment within which CSEA and CEUI chose to
participate in the demonstration project. The impetus for the
decisionm was their concern for the career and salary prospects
faced by their clerical and maintenance unit members, according
to union representatives. These individuals also noted union | '
apprehension lest tuition reimbursement allocations be reduced
during the next round of collective bargaining on the grounds that
a unit had not depleted its allocetion. If the demonstration
project led to hiéher participation rates, the union would have a
stfonger position from which to argue for steady or increased
allocations.

Both unions contributed to the project through their member-
ship on the local planning committee. Uniou representatives worked
closely with the site coordinator and state government throughout
the lengthy site selection process. The CSEA newspaper and union

meetings were used sey

al times as forums to publicize the project

and tuition reimbursement.
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An event dﬁiing.the demonstration year, although exteridr to

the Model III project, seriously affected its evolution and inhi-

bited the unions' contribution. From January throug
1979, CSEA staff were in negotiations fof the cleric;, unit con-
tract; negotiation for other CSEA units continued into the winter
of 1980. CEUI was .in negotiations and fact finding for the main-
tenance contract until Apri1-1980. This absorbed time and energy
which union representatives could otherwise have directed to the
Model III effort. It also msant that legally, there was neither a
tuition reimbursement. plan nor funding for clerical workers until

August 1979, or for maintenance workers until April 1980




Adult Education in Connecticut

" General Profile

The postsecondary education system in Connecticut includes
49 public and pfivate institutions: the University of Connecticut
and branch compuses, community and technical colleges, four year
colleges‘and universities, and the Board for State Academic
Awards (Board of Higher Education, 1979b). Of these, sixteern are
located within 30 miles of Hartford, the area within which the
Coordinating Committee for the North Central Region (CCNCR) operates.
Twenty proprietary schools also are situated within that 30 mile
radius. Together, these 36 institutions enroll approximately
- 60,000 people, of whom 40 percent are part-time students (CCNCR, 1978).
A wide variety of fields are offered, including business, accounting,
secretarial science, data processing, engineering, health profes;
3ions, social serviceé, and traditional academic studies. The
proprietary‘Schoolé feafure such sﬁbjects as drafting, welding,
stenography, data and cémputer processing.

In addition to the five state technical colleges, there is
a state system of 22 vocational technical schools which offer
training in many fields: automotive mechanics and repair, car-
pentry, drafting, electron;gs,vénd plumbing, to name a few: Any 5
resident of -the State of Conmnecticut can attend courses at these
schools free of charge. Evening divisions are scheduled.

The Board for State Academic Awards gfénts associate and
bachelors degrees.to independent learners. Academic credit is |
awarded on the basis of proficiency éxaminations and evaluations;

- of credits earned in college, the armed forces, or other.college}

level courses.



Other educational opportunities are available to state resi-
dents. Apprenticeship programs exist in many trades. General
Equivalency Degree (GED) coﬁfses are offered at high schools
through adult education programs for a ver§ small fee. Career
counseling and planning services are sponsored at colleges,
women's and community centers.

Corinecticut's education institutions are not immune to
the trends affecting public and private education across the
nation. A report to the General Assembly from the state Board of

Higher Education, Anticipating the 1980s, bluntly states: "The

single most serious challenge facing both public and independent
Connecticut postsecondary institutions in the 1980s and 1990s is

an impending sharp decline in the number of high school graduates. . ."
The report adds that the rate of college attendance is also |
declining and that many students enroll out of state. A more J
integrated system in terms of organization an? planning is‘recommEndeF
to overcome wasteful competition among schools, and to promote wiser 1

resource planning and more equitable access for students.

The Coordinating'Cbmmittee for the North Central Region

The necessity for an integrated planning and organizational
approach was recognized in the creation of the Coordinating Com-
mittee for the North Central Region in 1977; The sfate Board of . % \
Higher Education has underwritten the Coordinating Committes \
through year-to-year grants., The membership consisted of seven
community colleges, six'independent colleges, one statz college,
one state technical college, the state university, and the Board for State Acadendé
Awards; Its mandate was to develop cooperative projects in order

to impfove the quality; accessibility, and responsiveness of
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postsecondary education in the region. Opinion varied within the:
education community as to whether CCNCR was a bellweather for a
total reorganization of the state coliege system or simply an
experiment in regional planning According to CCNCR's coordinator,
institutional motives for joining the Committee ranged from
advocacy of a'regionaiist approach, to interest in an experimental

effort, to apprehension about being left out in the event of a

‘regional reorganization of the public college system. CCNCR's first

project was The Matchbook a guide to the colleges and curricu-

lum of the north central region.

Another response to declining enrollments is to build
mutnaily beneficial relationships with business and industrial
employers.‘ A few such oooperative #entures are underway between
several private companies and area education institutions. Man-
chester Community'College has developed programs with Pratt and
Whitney éircraft Group' and several insurance firms which provide
on-site courses and educational counseling. The University of
Hartford, through the Industrial Business Outreach Program, offers

courses at business sites. The Hartford area appears ripe for

. such cooperation; the Board of Higher Education (1979b) estimates
. that 85 percent of the firms in the Hartford area provide full or

" partial tuition assistance. Yet despite the substantial number of

state employees, and the availability of tuition reimbursement,
cooperative program development between the state government and

area education institutions historically has been extremely limited.



- Education Institution Participation iﬁ'the Demonstration Project

The vehicle for education institution participation in Model

III was the Coordinating Committee for the North Central Region.

As a cqnsortium of institutions in the Hartford area, it was

a promising channel through which to forge the workplag;leducation
ingcitution connections prorosed by Model III. A few members were
initially hesitant about the project, according to the Coo£dinator
of CCNCR "for.a variety of reasons ranging from the project itself
to the concept of regional cooperation". 6ne concern.ﬁas that
publicity about the prdject might raise state employees' expectations
about educ-:cion's "payoffé" unrealiétically high, and result in
disillusionment if further education?did not lead directly to

tﬂeir promotion within state service. After extensive discussions
however, the Coordinating Committee agreed to be a party tb the
project, and gave its support throughout the demonstration year. ASs
the Coordinafor has noted, the project prcvided CCNCR wiﬁh_;%p

first opportunity for a major cooperative endeavor, one that ;as'
also a public service and promoted state employee attendance at
member colleges. _

As a member of the local planning committee, the Coordinator
"served as liaison between that committee and the institutions which
belonged to CCNCR. He reported progress at the Coordinating Committee's
monthly meetings and participated actively in the EIA training
sessions. Earl; in the projecc-year; the CCNCR members placed the
EIAs"names on their institntional mailing lists for catalogues
and cdursé schedules; to provide the basis for ETA "educational

resource centers',




y
..

-~
One unexpected outcome of the relationship established between

CCNCR and the state Personnel Division during the design and imple-
‘mentation of the Model III project, was their collaboration on a
prcject entitled‘"Cooperétive Upward Mobility for .Underutilized
State Employees''. Exuhdhby-the Conﬁécticut State Board of Higher
Education under a Title I-A grant, this project provided eleven
tuition-free three-credit coilege level courses to more than 360
" clerical state emﬁ}oYees. These specially designed courses were
offéred.at seven different colleges throughout tﬁe region, one
afternoon per week on a release time basis. Other project activi--
/ ties were a needs assessment and a course fdf state affirmative
action officérs. These activities took piace concurrently with

the Model III project;

Tuition Reimbursement Plan

Provisions ’ .
. The tuition reimbursement provisions in effect for the cleri-
cal a;d maintenance bargaining units during the greater part of the
demonstration project are set forth in General Notice No. 78-17
- {see Appendix B), which was issued by the Office of Labor Relations
on July 1, 1978. The maintenance unit contract ratified in April
1980, which was retroactive to July 1, 1979, did significantly.
revise the tuition.reimBursement guidelines for fh;t unit by
abolishing the University of Connecticut tuition limit and expanding
allowable credits to six ber semester; However, because ratifica-

tion of the maintenance unit contract occurred so late in the life

of the project, most information and advisement activities for
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maintenance as fg; cierical workers were carried out with only
the provisions of Notice No. 78-17 as guidelines.

'nder that notice, reimbursement wac authorized for "job-
related" courses taken outside of regular work hours under the
following coaditions:

o Training is considered '"job-related" which is verified by.
the agercy head or authorized representative; will result
in increased knowledge and skill; and is primarily inten&ed
tc improve the employee's performance in his or her present
job, or eo enable the employee to keep up with that job or
with changing concepts in his or her occupationel field,

or tu enable the employee through Upward Mobility and

development tO'qpaIifj for'bther positions elsewhere in

State service.**

o Reimbursement is limited to a maximum of three courses or
nine credits, whichever is less, each fiscal year and is
made to the employee at 50 percent of the college rate for
tuition,ylaberatory and service fees only.*

o Courses may be undergraduate or graduate level, credit or
nochredit, including electives authorized as part of a

deéree program.

* 1Inadvertently omitted from the notice, but nevertheless adhered
to, was the pre-existing stipulation that reimbursement was 50 percent
of thke applicable college's rate, or the University of Cormecticut's
rate for these fees, whichc—-er was less.

** Underlined phrases denote new provisions in the policy, discussed
below.
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o Reimbursement is considered only if"the agency head or
repreSentative approves of the course and provides proof ‘
that the course is job-related and of value to the employee
and the agency. |

o All'conrses must be taken at fully accredited Connecticnt

: colleges or universities. Other Schools prOvidingftrade-

o The employee nmust remain in state service through the
completion of the' course to receive reimbursement.
| :
The two underlined phrases above constitute substantial revisions

of the previous official policy. According - to the_State Scene

(October 1978), '"the new policy is a result of the state's increased
emphasis on providing upward'mobility opportunities for those in
state service." 1Indeed, tne changes echo the Upward Mobility .
Committee's recommendation (Report 1978) that "tuition reimburse-
ment be made available not only for courses directly related -to

work being‘performed, but also for courses leading to jobs that
could be performed with additional training/” petus for these
(changes also came from staff within the State Personnel Division,
including the Director of Personnel Development who saw their
potential for effectuating upward mobility conﬁérns The door was
officially opened to state employees seeking change in their line

fo work, and to those who wanted occupational rather than tradi-

““tional college education.

Application Process

The process required to apply for and obtain tuition reim-
bursement was remarkably complex. In somewhat abbreviated form, ‘

the steps were as follows:
X ‘ V=43
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1. Employee obtained application form (see Appendix C)
from agency personnel office, and completed four copies.

2. Four copies were submitted for approval to agency per-
SOnnelhofficer or designee.

3. Approved applications were forwarded to DAS/Personnel
;Development Division. |

4. Personnel Development followed a nine step procedure.
after which three copies of the application were returned
to agency personnel office or designee

5. Agency personnel returned three copies to employee

6. At the end of the course, ‘employees sybmitted in tri-

. plicate copies of approved_applicetion, transcript or ;////
letter from instructor as evidence;of passing grade, and
proof of payment to the agency.personnel office or
designee. . ,

7. Agency forwarded these materials to DAS/Personnel
Development. |
"8. Personnel‘Development followed a five step procedure,
then sent payment list to DAS/Business Office; *
i9. Business Office prepared invoices, forwarded first to-
the Comptroller's Office, then to’Central Accounts
Payable. |
-10. Check mailed to employee's home.
Failure tovcomplete steps 1-5 prior to the first class

meeting could mean rejectién of the application.

Plan Financing and Administration

Since 1967, the State of Connecticut has offered tuition

reimbursement in some form to its employees The locus of respoil-
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sibility for administering the plan and its provisions have
changed more than once in the succeeding thirteen years.

The introduction of collective bargaining in 1977 as a
feature of state employment significantly affected tuition reim-
bursement policy The first or "master" contract gfor the period
July 1, 1977 to June 30, 1979) negotiated with the state govern-
ment by the unions allotted $500,000 for each of two years to
cover tuition reimbursement for all state employees. As collec;
tive bargaining for the second contract got underway, however,
the coalition of unione dissolved and negotiations proceeded on
a unit by unit basis. This meant employee eligibility for tuition .
reimhursement would now be based on membership in a collective
bargaining unit..' The contract negotiated by a unit would determine |
the annual tuition-aid allocation for its members and could stiqu
late special provisions. Unlees a contract specifically stated to
the contrary (neither'the clerical nor maintenance did) excess
tuition-aid funds could not be cartried over to'the.next'fiscal year,
Nor could funds be fborrowed" from another year's allocation or
another unit if the entire allocation was depleted; instead,
reimbursement would be euspended'for all the units' members until
the new fiscal year:

For the period of the second contract (July 1, 1979 to
June 30, 1982), the maintenance bargaining unit negotiated a
$§15,000 a year allotment the clerical bargaining unit, $25,000

for the first and secend-years and $30,000 for the third year.

Although theSe"allotments souRd small, the tuition’fees they cover



are also relatively low. For example, tuition at the University of
Connecticut per undergraduate credit is $62 or $186 for a three-credit
- course, per graduate credit $68 or $204 a course. Community college |
tuition is‘only $40.50 for a three-credit course, including fhe
service fee. |
_Asfthé outline of the application prbcgss gbove suggests, it
is difficult to explain with clarity the administration of tuition
reimbursement, partly because so many officés shared that task.
Ultimat;_responsibility during the course of the demonstration
préjéct reéted with the Director of the Personnel Developﬁent
Division. ﬂ |
Although tuition reimbursement poldcy e&olved in a fairly
straightforward fashion on paper, in actual practice, it was not
~ unifo:ﬁly administered throughout the state. Authority to‘approve
applications was delegated to the agency by ﬁhich a worker was
employed. Apparently, interpretation of.thé policy véried, par-
ticularly the "job-related" stipulation for course approval. Some
employees recall épproval-fo:‘any but narrowly joB4re1ated courses
impossibie'to obtain. On the other hand, at least ‘two administga?
tors of the plan in its early years remarked that their interpre-
tation of "job-related'was always somewhat liberal. The state.Direcfor
of Personnel and Labor Relations believes that "upward mobility was
always implidit". In short; it appearé fhat employées of some
agencies were aBle to use tuition reimbursement for.purposes of
their own upward mobility pfior to the issuance of Notice No. 78-17.
However, only with the issuance of that notice did this interpretation .

become official state policy.5
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Apparently, in the past, it was yncommon for either state
personnel or agency personnel and training officers to provide
employees on a regular basis with comprehensive descriptions of
the tuition reimbursement plan through employee manuals or other
written or oral explanations. General notices are circulated to
management and seen by few employees in the normal couree of

events.

‘Worker Use of ‘The Tuition Reimbursement Plan

Indeed, the questions posed by the survey at the outset of the
demonstration project revealed workers to be utterly uninformed
about the tuition reimbursement plan. .Only. four percent of
respondents reported receiving information about the plan within
the previous six months. Almost 75 percent did not know there
‘was a plan, and only three percent considered themselves very
mramiliar with it.//Nearly nine out of ten did not know whecher
they could pay gp& a course under the plan.

It is obvious that employees unaware of ¢ benefit are un-
likely to take advantage of it. The survey foun. four of 98
g respondents’who had received tuition reimbursement, a participationp
rate of just over four percent. Other statistics compiled by the
Personnel Development Division confirm similar paiticipation
ratesf But the percentages for. state clerical and maintenance
'worﬁers are'even'lower. Statistics collected by Personnel
Development for calendar year 1978 show 213 applications or a
_frate of slightly more than three percent for clerical.workers, ang

39 applications or slightly more than half of one percent for
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maintenance workers. Nor do these calculations weigh the fact
thaéman employee ma& submit more than one application per year,
and so be counted more than once. In contrast to the clerical
and maintenance units, state statistics shbw health care and

education units to have rates as high as ten and 23 percent.

N
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THEJPROJECT: 'KEY PARTICIPANTS

The Local Planning Committee

The originai_Mbdel IiI design envisaged a local planning
comnittee whose purpose was to plan and recommend specific
-activities, provide policy direction, and assist'and oversee the
site éoordindtor. Its members would repfesent the local parties
to the project. In Hartford, the committee originally consisted
of the state Director of Personnel Development, the President *
of the Connecticut State Employees Association, a Staff Representa-
tive from the Connecticut Empl&&ees Union Independent, and the
Coordinator of the Coordinating Committee for the North Central
Region. This was the firsf time a formal cooperative relationship
was ever established and ﬁaintained between these organizations.

Meetings were held every month from Jﬁly 1979 through
April 1980.2,The site:coordinatéf arranged and ied the meetings
and pfepared the agenda. Because coordinating the~schedﬁ1e§ of
committee members-proyed difficult, it often happened that one or
more could not aﬁtend. However; each party was coﬁsistently rep;é-

sented at the meetings. , '

The formal meetings were supplemented.by informal contacts °
be:&een committee members. The siée coordinator also kept members
ihformed-bf signifiéant events betwéen meetings and solicited
their assistaﬁce with specific problemsz

Throughout the demomnstration year, the planning édmmittee
provided overall poficy direction and backing to the site coordina-
tor on specific concerns. Union énd state govermment members wefe
instrumental in securing agency sites through judicious use of

their knowledge‘of these égencies and contacts with employees.
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It is generally agreed that thig arduous task uid\EEGEKEQQﬁ
even more prolongad without_tﬁé baéklng these/members provided to
the site coordinator.  Th;§ also helped obtain the lists of
employees needed ‘to organize the survey nistration.
Once sites were securgd,-planning c ittee members

nominated EIA candidates and helped pre¥ide their training; When

issues arose’ concerning EIA xroles particﬁlarly the releasé time
provision,liﬁdividual commfétee members again worked with site
agency  supervisors and personnéllstafgatb_xesplygmthﬂ;diffiCU1tY-
(ne step taken\to improve communicatién with sife.agencies was to
invite the persoﬁhel EIAs to attend planning cémmittee meetings,
beginning in.December.1979; o | |

The CCNCR Coordinator had a special responsibility as the
sole representative of the local education community.. He helped.
thé site cdordinator and ElAs gathervdescriptive materialsvabout
- education resources. He was also instrumental in setting up
-several presentations made by the site coordinator to educationél
groups; notably‘CACE'(Connecticut Association for Continuing |
Education).

Several times during the project, NIWL representatives
attended meetings of the local planning committee'toldiscuss pro-
gress to date and any significant problems. NIWL suggestions
usually were offered as means frr more fully realizing one or
another of_thevinterventions set forth in the original mgdel.

4
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. The Site Coordinator

The site coordinator's role was sketched in broad ¢ erms in
the original Model III design Responsibility for day-to -day
program coordination alone meant juggling multiple roles. Tasks
. were categorized as information collection and dissemirnziion,
training and on-going assistance to the EIAs, liaison/meeti.ugs with
the local planning committee and NIWL, direct advisement of em-
ployees, brokering/representation, arnd miscellaneous adminisira-
tive duties. In addition, extensive-record keeping was required
to measure the project's effects at its conclusion. -The site
coordinator’s salarv was paid out of contract funds and administered
through the state Personnel business office. |

Ot all these responsibilities, the site coordinator reports
that administrative and organizational support to .the union EIAs
was actually most time-consumingf The EIA role as it developed
was less independent than originallv envisioned. The site coord-
inator participated in the selection of EIAs and their alter-
nates and the two orientation and training sessions. Weekly
meetings were scheduled at each WOrksite between the union EIAs
there and the site coordinator to share experiences and to
coordinate tasks by drawing up weekly work plans for each par-

ticiﬂant including the site coordinator Employee contacts andv
| follow-up actions were also dlscussed (EIAs at two agencies met
less regularly with the site coordinator) In effect, the site
coordinator provided direction for union EIA activities, not
merely support | |

The site coordinator also became more immediately involved

with the union EIAs' information and advisement functions. The group
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meetings for employees at the gency sites began with a presen- =
tation by the site coordingfor. She also coliected and dis-
tributed information ﬁaterials to the union EIAs and researched
the answers to specific requests which they had received from
employees. Conflicts between union EIA activities and sgency

procedures or protocol were often negotiated by the site coordinator.

Lastly, the site coordinator often informed or advised state .

employees directly.. Following the administration of the NIWL

survey to a group of'workers, the site coordinator usually led a

discussion of tuition reimbursement and education opportunities

As a result of group meetings and articles in the state and union

newspapers, the site coordinator's name and phone number were |

publicized. | | | RO
The second major responsibility was the information delivery ]l

system: collecting, analyzing, and distributing useful and

" comprehensible information about tuition reimbursement, education

and training. The site coordinator ordered catalogs and course
schedpies; met with resource persons, and researched answers to
specific questions, such as "where can I take evening courses on
welding?f‘ Difficult questions regarding tuition reimbursement
procedures gou:d their way to her for resolution. She also spoke
to several nnion,meetings to explain the project and solicit_
members’ interest. The site'coordinator represented thelproject w
to outside groups, most notably at the three Regional Dialogues
sponsored By NI&L in‘California, Minnesota, and Massachusetts,

and to local echator groups, such as the Connecticut Association

for Continuing iducation (CACE). She coordinated other publicity, ‘i
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including printing and design of posters, and the publication of
articles in the state and union newspapers.

Liaison with the.local planning committee required scheduling
and leading monthly meetings, and preparing the agenda and back-
ground materials. Between meetings, the site coordinator kent
the committee informed about events and solicited their opinions
and assistance on important issues. '

Weekly exchanges by letter and telephone with the site coordi-
nator provided the primary channel for NIWL technical assistance
to the Hartford site. While preserving local autonomy and direction

of the project was considered important bv NIWL staff, consultation

was provided on a variety of topics, such as clarification of the EIA role.

Lastly, the site coordinator became involved in a major
undertaking never envisioned in the original model design.
Throughout the winter, a severe backlog of applications developed
in the tuition reimbursement processing gystem; This led to
discussions amongithose involved_with the system of ways to

improve the process,,,Meetings“nere held and other tuition-aid

- plans were researched by the site coordinator. These actions

'culminated in the submission of a proposal to the state Director

of Personnel and Labor Relations to simplify the system. Once

_ the Director decided to go ahead with plans to decentralize and

simplify the system, the site coordinator began to draft a new

application form and tuiticn reimbursement manual.

Education Information Advisors

The original model categorized EIAs' functions as: to
inform to advise, and to report Their. purpose was to ensure
that workers were well-informed about tuition reimbursement and

educational training opportunities, to help workers adapt this
V-53 e !
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information to their personal rgquifemeﬁts, and to communicate

the nature bf:workgrs' educational nged%,:intgxests, and problems
to the site coordinator. Fifteen EIAs were to be selected: ten
union EIAs, five clerical and five maintenance workers to achieve
balance between the two units, and five ?ersonnel EIAs from the
agéncy sites. The union EIAs could be sfgwards or less active union
members. The persannel EIAs could be personnel officers, trainers,
affirmative action or upward mobility officers. The local planning
committee CSEA and CEUI members nominated candidates for the union
EIA positions, who were then approved or turned down by the site
coordinator and personnel staff at the agency site. The personnel
EIAs wefe selected by the state Director of Personnel Development
after consultation with‘the site agency. Orientation and training
sessions for the EIAs were to be coordinated by NI&L with assis-
tance from the local parties to the project.

But as preparation for these sessions began, a need to define
the EIA role and responsibiiities more clearly became obvious.
Discussions between NIWL, the site coordinator, and the local
planning committee resulted in a new interpretation of the role
wﬁich distinguished between the union EIA and personnel EIA
functions. \

The-union EIAs would serve as peer advisors at the worksite
with whom employees could discuss tuition reimbursement and
education. Their responsibilities were essentially those set
~ forth in the original model: to inform, advise, and report. But
the distinction bétween advising and counseling was re-emphasized.
Union EIAs were not professional career counselors and should not
assume tﬁgt role. Advising tasks included moﬁivating wo;kers and
helping theﬁ to recognize and §rticu1ate_1earning needs, select

2E]
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appropriate education or training, and understand tuition reim-
bursement procedures For addltional in-depth counseling,
Iunion EIAs were to refer employees to rrofessional career counselors
or education brokers.
Personnel EIAs‘would be liaisons with the agency sites,
whose famlliarity with the state system and their own agencies
ideally Qualified them to serve as resource persons for the union
EIAs and eite coordinator. Besides helping with logistical
arrangements at their agencies, these EIAs would communicate to
" the site cobrdinater their knowledge about educational needs and
| opportunities within the state system. )
Te orient the E.iAs to the projeet and' train ;hem to fulfill

these roles,*two-day training sessions were schednled in September
for clerical and'pereonnel EIAs, and in November for the maintenance
EIAs. The NIWL organized both sessions and developed an extensive
curriculum. ,(See Appendix I for agendas used during these*sessiens).
To lead the sessions, NIWL brought to Hartford a staff which
included the Director of the Labor Education Center of Rutgers
University, the Director of the National Center for Educational
Brokering, the Director of Research for NIWL, the Program Of.icer
for Model III at NIWL, and a training consultant; The briefings
on education and training{opportunities available in the Hartford
area and local perspectives were delivered by the site coordinator
and members of the local planning committee.

Topics covered the first morning of the September training
included an explanation of tne rationa.e for Model III, an overview

of NIWL and the demenstratiqn project; a briefing on the Hartford

participants' perspectives and expect: “ions, and an analysis of
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the roles uf key people and organizations._  The afternoon was
dadicated to briefings on financial assistance, education and

}
training opportunities available to state employees. The second

day, more loosely structuxed to permit open give-and-take among

“tge participants, covered problems which adults who return to

scﬁagl encounter and methods of overcoming these barriers.
Y -
The November session as considerably restructured but

covered the same copics with less time spent on the Model III

/ .
bacyground and overview; and more emphasis on the EIA role, infor-

mation interviewing, ard role.playing. On.the second day, ‘the
clerical EIAs joined the maintenance EIAs to review ctheir experi-
ences, examine advising techniqﬁes, and construct work plans for
the coming weeks.

In retrospect, most union EIAs interviewed a year later
believed their training was, as one put it, "useful to get started".
Several remarked that the education materials were helpful, par-

ticularly The Matchbook. But strong interest was expressed in a

follow-up session which would deal with questions which arose during

the year.

With training and orientation behind them, the union EIAs
were ready to get down to business. Each was allotted 3% hours
release time per week frum their regular work duties to perform
EIA tasks. Each -as respons.ole for advising from 40kto 125
workers. Weekly planning meetir.gs were scheduled with the site
coordinacor at each agency. As noted uncer the discussion of the
site coordinator's role above, most union EIA: depended on her for
considerable direction and sup; rt.

Although each EIA team proceeded according to a slightly
different timetable, they employed similar methods to accompli_h
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\
their goals. Every union EIA was to coll ce\)nformational
materials and display these at an appropri locatlon at his or
her agency. The purpose of these "educational resource centers"
was to make information about education readily accessible to the
worker at the workplace; In practice, many ETAs found it diffi-
cult either to locate suitable space or secure permission to keep
materials there. Solutions to the problem varied: one EIA stored
materials in her desk; another obtained a drawer in a file

cabinet; another, responsible for several locations, kept files

in the backseat of his car; and one personnel EIA set up a dis-
play table in the personnel office. Materials came primarily
from either the ‘site coordinator or the education institut%ons

which the CCNCR coordinator had asked to place the EIAs' names on

their mailing lists.

The second major responsibility of the EIAs was to contact

~personally each of theindividual workers to whom they were

: v

assigned. Group meetings were planned at each agency to provide

Ta vehicle for that initial contact . Many advantages to this

approach were anticipated, . ;Because the meetings were :cheduled.
in advance with agency manegement and personnel approval, the EIAs
could avoid the difficulty of reserving an uninterrupted period of
time within a structured workday to discuss education. More
people could be reached with the same information in less time.
Group dynamins, the tendency for individuals within a group to
draw support, ehthusiasm, and confidenee from one another, eould

be used to advantage.
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So g?oup meetings were arranged at DOL, DMV, and the Bureau
of.Purchasiﬁg with the approval of agency mahagement and
logistical assistance from the personnel EIAs. Employees were
sent printed invitétions to these meetings. Attendance ranged
from 15 to 25. The site coordinator sﬁoke about tuition reim-
bﬁrsement; educétion opportunities, introduced the union EIAs, and
explained their role. Questions were invited and discussions with
workers about their spécific interests often'ensuéd. All conver-
sations with employees wére recérded on an "EIA contact inforﬁa-
tion log" (See Appendix E) with action taken or follow-up needed
noted on the form, | |

‘ Follow-up after the group meetings incorporated both the

. informing and advising rolésg Individuals who had asked questions
or expressed any interest during the meetings were contacted
later by a union EIA‘(or sometimes by the site coordinator),
either to provide specific answers or to help the worker define
his or her interests or needs. Some union EIAs tried to sustain

enthusiasm generated by the meetings, actively seeking out co-
;kworkers and encouraging them to consider tuition reimbursement,
education, and what it could mean to them.

The degree to which each union EIA pursued individual, one-
on-one contacts depended on how manf locations the EIA cover~a,
freedom of movement at the workplace, and personal style. Several
EIAs reported much of their individual advising occurred during

coffee breaks, lunch, or after work.

\
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The role envisioned during the training sessions for the
personnel EIAs, as resource persons within the state system for
the union EIAs and site coordinator, was not fully realized. The
union EIAs rarely consulted these individuals, directing their
questions instead to the site coordinator. The personnel EIAs
did provide logistical support, by arranging the group meetings
for example. But by in large, the three-way cooperation envisioned

did not come about. <
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CHRONOLOGY OF KEY EVENTS

This chronology only records the first occurrence of an _
event. For example, the local planning committee met most months '
and. the site coordinator and EIAs met fairly regularly once a week
.thrdugﬁouf the project, but this does not appear under every
month's syndpsis; |
Aﬁril 1979 . The Hartford site was selected and final

agreemeﬁt to participate secure&. The local

planning committee was appointed.

May 1979 The site coordinator was hired. .
June 1979 The site coordinator received two days of crier-

tation in Wg&hington; DC to NIWL its goals, the
planned activities of the demonstr;tion project,
and the site coordinator's role. The site
‘coordinator returned fo Hartford for individual

discussions with members of the planning comm’.

ee1'

and began to research potential agency sites.
The master contract for state employees ‘expired,
leaving both the clerical and mainfr<-ance unit
without a contract.

July 1979 The first local plaﬁning committ~ . mea2ti g was .

| held to discuss preliminary plans and n:ie ‘
basic operational cecisions. Th: site ¢ )rdinator
contacted personnel offices at pc~:ii:' . agency

- sites to discuss the project. She attended a

second orientation meetiny in Washingcon, DC to
discusrs che difficulties in s.curing agency
sites, EIA training, and - precise definition
of the EIA role. The site coordinaté;;' began ‘
aavisement of individual workers.

2eYy
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August 1979 The site coordinator continusd meetings with

potential sites. Agreements to partiripate were

secured with the Bureau of Purchasing, the

Department of Labor, and the Department of // Lf—

Motor Vehicles. Meetings to prepar< for the \

—

[EIA training session were held ber.een NIWL,

J CSEA, and CCNCR. Six clerical ET4A3 were

N

selected from DOL and DMV. Two raintenance
‘EIAs‘EEe selected from the Burea. of Purchésing.
Four personnel ETis were also ctinsen. The

site coordinator began contactiny local edu-
cators, collecting printed mut.orials abouw.
education and training, and cowpiling doru-
ments for the prepréject envirormesn. " wport
requested.by NIWL. The state legiéla:ure
‘approves the clerical unit Eontracc.

Septembex 1979 The trainihg session for clerice' and personnel

ﬁIAs was ‘conducted by NIVL «itia assistance

from Connecticut partieé 2 the project. The
search for additional maintenance sites con-
tinued. The survey qﬁestionnaire was administered
to 100 randomly selecred :lerical and maintenance
employees f;om the secured sites. Following

the survey administrations the survey and the
project were discussed. The site coordinator
begzan publicizing the project and tuition

‘reimbursement by preparing an article for The

4

2¢3

State Scene.
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October 1979 Site selgztion was completéd as the Department

of Transportation agreed to participate. ‘One
maintenance EIA and a personnel EIA were seléected

from DOT; “The session to tra11 the maintenance

- =

EIAs was discussed at the Tocal planning com-
mittee meeting. The’ site coordinator met with
supervisors of clerical EIAs at DOL and DMV to
discuss the project. The site coordinator
also attended a meeting of an association of
continuing education directors, CACE. The
article about the demonstration project was

published in The State Scene.

November‘1979s The training session for maintenance Eiﬁs was

held. A follow up session:to review progress ;

to date also 1nc1uded clerical workers. The " .
site coordinator presented the EIAs with materials

on trade, occupat1ona1, and training schools and
community counseling services. The.site qdbrdi-

nator spoke to“150 employees at a CSEA clerical
codncil\peeting about tuition reimburseﬁsnt. The

site coordinator and EIAs at each agenéy began

once 2 week‘meetings to set ouf spegffic.tasks

for each to accomplish. The Coordisator of CCNCQ\\u///
arranged for all the EIAs' names to be p]ﬁced on

CCNCR members! mailing lists for course schedules

and catalogs. NIWL staff visited Hartford and

attended local planning committee and EIA

o . 269
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planning meetings. A photograph taken at the
September EIA training session appeared in the

CSEA Government News.

December 1979 A series of group meetings attended by 15 to 25
clerical ehp]oyees weré held at the DMV for 5
weéFg, 3 days a week from 8:30 a.m. to 9:30 a.m.
Two large group sessions weré:held at the Bureau
of Purchasing to discuss tuition reimbu;sement

and vocational/techfit¢al training. An article

was published in The State Scene announcing the
names of the maintenance EIAs. The site coordi-
- . nator wrote and submitted an article to CSEA

which was. published in the Government News.

The site coordinator arranged for the Central
Connecticut State College printing and graphics
dgpartment‘to deéign and print posters. The
site coordinator made a preéentatibn to a
meeting of Staté.government affirmative action
officers on tuition reimbursement and the demon-
stration project. The personnel EIAs were
invited toLattend the iocal planning comm{ftee
meetings for the first time, in order to smootp
working'relationships at the agency sites.

January 1980 The survey questionnaire was administered to

DOT maintenance workers at three garages; t[a§ning
opportunities and tuition reimbursement were

discussed with workers after the survey. Notices
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February 1980

!

were sent to maintenance workers at one DOT

garage to exp}ain the project and publicize their

EIA's name. Three group meetings were held at

. DOL early in the afternoon on three sebarate days

at the end of the month. The site coordinator
made a presentation oﬁ tuition_reimbursement to
a CSEA clerical council meeting. Initial dis-
cussions began within the,Personnel’Devefopment
Unit concerning the possibility of revising ghe
tuition reimbursement prdtedurés and application
form. .

For three consecutive weeks at DOL, lunch hour ..
open meetings were held for clerical employees

to meet the site coordinator and union EIAs. The

‘site coordinator spoke to a group of data pro-

cessors on the night SHift at DMV, New statistics
on tuition rgimbursement were gathered by the
”

site coordinator which indicated statewide

& e
increases in application féies. The site coordi-

.pator attended the Regioﬁa] Dialogue on Worklife
/ ,

Education in Berkeley, California sponsored by
NIWL, to speak about the Model III project td a

group of interested educators, madagement and

- labor representatiﬁes. The monthly local planning

committee meeting reviewed options for a major
revision of tuition reimbursemgnt ?pblication

procedures.



March 1980 The site coordinator made presentations at a
meeting of continuing education administrators,
a college career program, and the Regional Dialogue
sponsored in Minneapolis, Minnesota by NIWL. The
site coordinator'undertook a draft revision of
tﬁe tuition reimbursement application procedures
and form. . |
April 1980 .The site coordinator reported to a CCNCR meeting
on the status of the Model III project, examples
of co]Tege activities in worker education, and
posgible ways for CCNCR to become more involved
with Model III activities. A panel consisting of |
representatives from CEUI, CCNCR, tow maintenance
| EIAs, and the site coordinator delivered a
preséntation at the Regional Dialogue in Boston.
The site coordinator and state Director of Per-
sonnel and Labor Relations disbussed options for
revising the tuition reimbursement system. The
CEUI maintenance contract.was ratified.
May 1980 The National Institute of Education agreed to
extend the term of the Model III contract until
September 30, 1980. Plans to simplify and decen- °
tralize the tuition reimbursement system were

announced tv Personnel and Labor Relations. The
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site éoordinator begén drafting a handbook on '
tuition reimbursement guidelines. A major effort ‘.
to eradicate the backlog of tuition reimbursement |
| abplications was undertaken by the state. /;
June 1980 Onsite interviews were condyr*ed with more thén

20 people in Hartford by NIWL staff for the case

study on Model III. /
July 1980 The second round of surveys was administcredé}g
100 randomly selected clerical and maintenance

employees at the agency sites. The site c?g;dina-

“tor was hired provisionally as a permanent state

| eﬁp]oyee. The case study was completed in draft
form. Statistics were gathered by the site coordi-
‘nator on tuition reimbursement usage by %he
clerical and maintenance units during the demon- '
stration year. Certificates of service (see .
Appendix F) were sent to the EIAs from NIWL, the
state Director of Personnel and Cﬁpor Relations,
and their union'representatives.;/4he ElAs also
received Jetters of appréciation{(see Appendix G)

1]

from NIWL for-their service to Ké 1nc1udgd in
J

their 72rsonnel folders. N

August 1980 Data from the post-project survey were compilec
N )

and the case study redrafted in light of an

“analysis of the data.




OUTCOMES OF THE PROJECT

What are the results to date of the interventions in Hartford?
Has progress been made toward accomplishing <he fundamental pur-
pose -- to reduce 1nformatiqn and counseling barriers -- affirmed
at tﬁe outset by the original parties? What effects has the project
had on these organizations and institutions? How successful were
the various roles and interventions tested? Were there unantici-

pated outcomes? What are the Hartford participants' recommendations

for the future?
Effect of the ' on Workers

The consensus of the
project survey are that the demonstration project substantia]]y.
affected the clerical and maintenance wbrkers at the project
sites. The fundamental purpose of Model III, to reduﬁe-certain
structural barriers which appear to discourage use of tuition-aid,
is well on the way to realization. e

The most striking evidence of change is in the realm of
worker knowledge of tuition reimbursement. The survey administered
at the outset of the project found only 25.5 percent of respon-
dents somewhat or very familiar witn the plan; by the project's
conclusion, this percentage had nearly tripled to 72.8 percent of
respondents in the second survey. |

Not only do workers know about the plan, they also under-
stand it much better. Before the démonstration projecf, nearly
90 percent of those surveyed did not even know they were eligible
to apply for reimbursement of tuition costs. More than 43 percent
now know théy are eligible. More than 40 percent also know how to
request approyg] for tuition reimbursement, twice as many as before

the project.
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* for tuition reimbursement. Early statistics show modest increases

These stétistits confirm the bel{éfnjenera11y held by pro-
Ject participants that workers upderstand the plan much better ‘
now, 1nc1ud1ng the a11~1mportant fact that courses do not have
to be job-rg1§tédfto be approved. for reimbursement. The miscon-
cepfion that they did, when held by either management staff or

emp]oyées, would have effective]y preveqteﬂ a wbrker's using

‘tuition reimbursement to:finance training ‘leading to a new job.

According to CSEA's President, "we have seen an& heard from
clericals that they didn't kﬁbw gboué tuftion reihbufsemgnt before,
or realize that it could be used for ahything'other than regular
college degree program tuition orncouId.be non-job-related. The
EIAs got this across”.

" Not surprisingly, this iﬁcrease in knowledge and umMderstanding
is gccompanied by a reduction in the‘number of workers Qho regard
1ack of information as a'Lbarrier’to their participation in education ‘
and training. Abodt 40 percent at the conclusion of the project,
compared to 66 percent at its outset, felt that inadequate infor-
mation about the Qlan kept them from using tuition reimbursemeqt./;
The percentages of those who identified inadequate information a@d
advice about careers, courses, or edutatiohxiﬁstitutions as barri@rs
to education or frainjng dropped a similar amount by 25 points or\w
more from 75.- 84 peréent to 42“- 54 percent (See Table I, "Con- '\\
clusion"). Of course, the percentages reporting inadequate infor-
mation or advice to be barriers are still high.

bne could also meésUré the impact of fhe demonstration pro-

ject upon the target popufations‘by the rates at which they apply
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in these rates over the course of the demonstration year.
More than 26 percéntof respondents who reported taking courses
in the second survey paid the tuition through the reimbursement
plan, compared to 20 percent In Lhe first sﬁ%vey. Statistics
gathered by the state government reveal that for the academic
year 1978-1979, clerical workers submitted 296 applications, fc_
1979-1980;‘458. Maintenance workers submitted 17 applications
in 1978-1979, 27 in 1979-1980,

‘Why have apélication rates not increased more dramatically?

For one thing, it requires time for khowledge and attitude

~ shifts to produce behavior changes. Secondly, as several site

participants have pointedout, because most education institu-
tions operate on a semester basis, and the group ﬁeetings at
the site agencies took‘piace in December or later, it is unreal-
istic td evaluate Fall 1979 or Spring 1980 application rates as
a measure of the project's effect, Not until Fall 198C or
Spring 1981 applications are tabulated will we begin to see a
noticeable impact, project participants believe.

However, althbugh an increased participation rate would
be a positive sign, it is peripheral to the primary pﬁrpose of
the Model III project, to reduce or eradicate structural barriers
to ensure that the target populations were aware of the tuition
reimbursement plan and educational resources and ﬁbw to take
advantage of them. Without information and advisement, these
individuals were not even prepared to choose to éurﬁue education
or traihing. Whether state employees use their Pew awareness to
apply for tuition reimbursement and retura to school is an impor-
tant but distinct issue which cannot come into play until the

structural barriers are down,
. ot ~/ N )

© v-es <78



Effect of the Project on State Government

There is evidence that the demonstration project had an
impact on the knowledge and attitudes of state personnel and
training staff. A few participants believe that these individuals
are now more aware of tuition reimbursement and more predisppsed
to publiciZe and improve the efficiéncy of;the plan.

There is evidence that workers in the target populations
see a change in management attitudes. More than 54 percent of
the respondents to the second survey think that the state
encourages its employees to seek additional education or training,
compared to 29.5 percent in the first survey. More than 32
percent of the respondents to the second survey, compared to
7.4 percent in the first, believe the state encourages employees
‘to use tuition reimbursement; Although nearly 46 percent
identified favoritism within the state system as a barrier to
,furthér education or training in the first survey, only 24.6
percent did so in the second; a noticeable decline. While
these changes in attitude cannot simply be attributed to the
effect of the demonstration project, some correlation seems
likely. |

However, two events which occurred during the last months
of the demonstration project are concrete institutional changes
to whose accomplishment it contribufed significantly. The
first of these was the decision to simplify and decentralize
the procedure for processing reimbursement appliéations;' The
seconéWQas the decision to establish a new professional position
within the state service to provide training and technical

assistance to agency staff in the tuition reimbursement area. The
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Model III site coordinator was hired by the state to f£ill this
role,

The site coordinator and state Director of Personrel Develop-
ment éoncur that, in the Director's wor s, "a major result of
this project is that a revised, simplified, decentralized tuition
reimbursement system is being designed. A close look was taken at
the systemad why it didn't work well was considered", A C:
working draft of the decentralization proposal was under discussion
during the summer of 1980. It would simplify processing by eliminat
several steps, some of the paperwork and personnel formerly
involved. Approval for reimbursement would be the responsibility
of a designated individual‘af each agency. Any applications not
approved would be forwarded to Personnel Development for a review
and final decision by a labor-management committee:‘subject of‘
course to collective bargaining grievance procedures; v(Under the
former system, a state employee could enlist the union's help in
appealing a rejection only through the formal grievance procedurel],
The Personnel Development Division will coordinate this system
and provide technical assistance to‘agencies.

Introducing decentralization will require writing a manual
about tuition reiﬁbursement and training a staff member at each
agency to understand the system; Topics covered would\include an
explanation of each bargaining unit's tuition reimbursemcnt gquide-
lines, detailed procedures for processing forms; answers ‘to
common questions, and record-keeping responsibilities:

The second decision, to assign a professional position to
the trition reimbursement systqn; seems a natural consequence of
the f :st, A professional staff person would be required to
wr;te thevmanual and provide training and technical assistanca
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to the agency tuition reimbursement administrators. (The site
coordinator, given her knowledge of the system, was a logical
choice for~the position). But as important a factor in the decisio;
to create a new pésition was apparently a widespread conviction
that the site coordinator's role had made the system function
better, (This is discussed further under "Success of te Site
Coordinator's Role"). The decision to create .a new posi’lon is
particularly notable at a time when state hiriﬂg was extremely
limited. |
ﬁow do ﬁéy representatatives of the state themselves feel
peréonally about“the"p;oject's impact? The state Director of
Personnel and Labor Rélations focuses on the introduction into
the government of a centrélly located sourcé of guidance and
information concerning tuition reimbursement -- the site coordi-
nator -- as a much needed innovation. The state's representative
on the local planning committee, the Director of Persnnnel Develop-
ment, cites several ou*comcs, both ﬁlanned and unanticipated:
o the tuition reimbursement system was examined and revisions
planned:; |
o mutual respect ard a tendency to work cooperatively has
grown among the key participants; and .
o the Title l-AvUpward Mobility project was cooperatively
implemented. _
These are seen as positive steps in the complex and long-term humai

“
resources development effort within state government.

.szﬁ%;
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Effect of the Project on the Unions

Representatives of both unions believe there has been a
substantial impact on their organizations and leadership. .In
the words of one, "if it had not been for this project, the union
would not now be so committed to tuition reimbursement."
According to these representatives, the unions now take educat:. -
and training very seriously as an important contract item to be
won for the membership.

There is some evidence that the unic% rank and file have
poticed such a change in attitude. The second sur—ay found that
more than 32 percent of the respondents believe the.. unioﬁ en-
courages members to seek further education or trainin, - mpared
to less than 14 percent the first time. More than 32 p:--u ™ also
believe tha union encourages the use of tuition reimbur:z«toat,
compared to under ten percent of respondents to the first survey.

) . These and other statistics may also suggest that

*the demonstratiop project increased the unions' visibility

_ and the degree to which workers in the target populatidns feel -
coﬁfident in their unions. At the outset of the project, only
19.2 percent realized tuition reimbursement wns = henefit
negotiated through collective bargaining; inétead, more than
75 percent erroneously believed the tl.a: was unilaterelly spon-
sored by the state government. More thnn 69 p~rcent of respon-
dents to the second survey knew ﬁuiticn reimbursement was a
negotiated benefit, and nine percent thought it was unilatera’ly

sponsored by\:he union. 1In response to a question which asked

-73




from whom respondents wo..ld prefer to receive information on
‘tuition. reimbursement, nearly 33 percent chese a union represen-
tative in the secor ° survey, compared to 21,6 percent in

the first,

Do the labor representatives on the local planning cc nﬁttee
believe that the project had positive results, in their personal
view,for their organization or membership? The Prasident of
CSEA feeis the project made some headway towards the two original
goals he had for participation. first, the local planring
committee didiprovide an opportunity for labor aad management %o
exchange ideas'about employee education. Secondly, lower-level
employees are now more aware of their tuition-reimbursement |
benefit: "The EIAs got this across". The CEUI representative on
the planning committee emphasizes that the primary purpose for
his uaion's involvement was to help the memberehip promote tnem-
selves in the work world. To a limited degree, he feels maii.kenance
-werkers know more about their plan and where to co for related
‘advice. _ . . \\

The fact that both unions were iqmersed in cSﬁtract negotia-
tions for much of the demonstration year hindered changes in u..on
structure or policy whieh might otherwise have occurred. %ue
jdeas which the unions have under consideration (see "Tocal
Recommendations for the Future") may indicate that they w.]1l “ake
wore of an advocacy role towrads education and tuition reimburse-
ment in the future. As one union officer said; "this pr>jecc has

awakened all of us.”
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Relative Success of Roles and Interventions

Role of the Local Planning Committee

The local planning committee represented the first formal,
on-going collaborative effort between management, labor, and
educators to plan and coordinate educational opportunities for
state emplqyees. Sustaining this collaboration over many months,
was in itself an extremely significant accomplishmant. Both CEUI

| and CSEA were involved for much of>fhe project in complex contract
negotiatioens which could easily have strained not only labor-
management cies but relations among the unions as well. The
Cbordinating Committee was a young organization, funded on a
year-to-year basis, Model III its first major endeavor. The
state Personnel Development Division itself was just gettiﬁg started.

. Despfte the instability -- 1nd1vidua1 and collective -- which
characterized this situation, these\;>§iﬁ;zat1ons and agencies were
able to work together. This should encourage other organizations
in uncertain situations, as the Coordinator of CCNCR has pointed
out, because it suggests that organizational instability is not an
insurmountable obstacle to a Model III intervention.

Another significant accomplishment was the back up which committee
members provided to thé site coordinator; In the original design,
the committee was to "oversee" the site coordinator. The role
which actually evolved was more supporti;e than this language

suggests. There were a number of occasions, several during the

site selection process, when committee members intervened on
behalf of the site coordinator to obtain information or remove
bureaucratic obstacles. The site coordinator has noted how
important this kind of backup was in negotiating the fntricacies

of a comp]ex government bureaucracy
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The long-term planning responsibility was less successfully
realized, several of its members agree. They notg the comm’ttee's
tendency to become boggea down in details, to focus on quotidiun
problems rather than specific goals or long-term plans. ne
frequent absence of'bqe or more members from the meeting. exace}-
bated these tendencies. Because of this fragmentation, the site
coordinator adopted more of a leadership role in initiéting dis-
cussions of topics and presenting optional courses of action than
the original Model III had envisioned; However, this adaptation
.of the original model was successful in keeping the project moving,
}esponding to difficulties, and devising appropriate courses of
action. |

Role of the Site Coordinator

The introduction of the site coordinator into the tuition
reimburseme;t system is widely regarded as an excellent innovation.
For the first time, the state Director of Personnel and Labor
Relations observed, there was "a centrally located office within
the state syst.m proviqing guidance as to the best use of tuition
reimbursement”. Another observer pointed out that previously,
there was no source of information and assistance within the
state concerning tuition reimbursement which wag both auth,rite-
tive and accessible, a position above the clerical level, but
below the director. The consensus se.ms to be that the project
year demonstrated the benefits to both workers and state manage-
ment of appointing an individual to be responsible for statewide

technical assistance and publicity concerning tuition reimbursement,
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Of all the roles performed by the site coordinator, perhaps
the most critical were those which required liaison with or

coordination of the other key participants. A number of powerful

~factors militated agadinst coordination: the size of the state~’

bureaucracy, the geoghaphic dispersion of the sites, the complexity

of labor-management relations, the diversity of the project's

participants and \the historic lack of coordination between

state agencies, labor, management, and education institutions, to
name a few. As a neut . Y affiliated with neither manadement,
labor, education, nor any action within those sectors, the site
coerdinator was able\{h/662rcome many such barriers. She hersels
argues that the position's neutrality was a prerequisite to its
effectiveness. The interaction between the site coordinator, local
planning committee and its members is discussed above. Without
the direction and support which the site coordinator gave to the
EIAs, and her liaison role vis-a-vfs management and personnel
staff, it seems unlikely the interventions at the site agencies
would have progressed as far as they did. The site coordinator
successfully kept the many elements of the project in motion and
its diverse players working together;

Another critical aspect of the site coordinator's work was
her role as the unofficial state authority on tuition reﬁ%bﬁnigment
It is clear that before the demonstration project took place,
there was considerable confusion among state employees and manage-
ment, even personne] staff, as to the specifics of the reimburse-
ment policy: what courses were approvable, which institutions
were permissible, and so forth. _By providing a channel for such

questions and authoritative answers, the site coordinator helped

individuals, but also underscored the need for a clearer policy'
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statement and an accessible source of information and technical

assistance concerning tuition reimbursement. fPerhaps the most

,quvincing evidence of the efficacy of her role in this regard

is her permanent emp1oyment by the state.

Two issues were raised by several observer7 about the site
coordinator's role. The first was its level ofﬂauthority. The
site coordinatof was responsible for* securing the cooperation of
high-ranking individuals. It is suggested by some thaf her
lack of "clout", her dependence on backup from more powerful
planning committee members, made this more difficult. |

A second issue was the location of the site coordinator's
office. Some obéervefs argue that basing the site coordinator at
a state administrative building identified her with the s;ats/
government in many peoples' minds; suggesting anothgr location
would have been better; However; the site coordinator counters
that working from within the state system gave her a degree of.
insight not possiB]e fbr an‘outs1der irto the nature of state.
employment ana the tuition reimbursement system:

Role of the Educatioh InfOrﬁafioh’Advisor

How well the union EIA role as structured accomplished 1;§
objectives is a matter of debate among those who pérticipated
in the project. However, the group meetings, whichyabSOrbed a
considerable number of EIA hours, received nearly unanimous
endorsement among union EIAs as the best épproach to employees.
As one EIA testifies, "group meetings were the only effective
way of reaching everybody". The formal invitations, location, and
scheduling of these meetings ensured good attendance and enough

time to cover the basics and sti]]lpermit a question and answer
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period. But beyond this, theigroup meetings often seemed to
inepire enthusiasm ands interest among attendees.

Many union: EIAs fqund individual conﬁacts with workers far
less satisfactory. Some EIAs hesitated to eontact employees who
had not previous1y expressed interest .in education. Several
remarked how ‘difficult it was to advise co-workers individua11y
iduring working hours Few emp1oyees at the maintenance or
”c1er1ca1 level can move rree1y from work(station to work station.
The lack of privacy in an open ‘work environment and pressure from
supe}visors or co-workers to get back to work also 1nterfered.
For such’reasons, coffee breaks, Iunch hours, and theubar after

" work were preferred advising situations for some EIAs.

§ " The question rajsed here is not simp1y‘whether group or
individual meetings are more effective. The group sessions very
successfully achieved their purposes, to generate enthusiasm,
introduce the union EIAs, and provide some basic 1hformation. The
individual sessions were 1essnimmediate1y successful because of
logistical problems but also perhaps because theijr objectives
were more demanding and long-term: to sustain an individual's
enthusiasm and help“design an appropriate educational plan. -

To accomp1ish these 1dhg-term goa1s, union EIAs must be recognized
and sought after by their co- workers as advisors on educat1dn-
related subjects. The majority of EIAs felt their sphere of influ-
enceJhad yet to grow beyond- the circle of immediate co-workers and
acquaintances. However, one EIA was "tracked down" by several workers,
whose interestin education was previeus1y unknown to her, shortly

after her transfer from one section of the agency to another.
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Others who had talked with the EIA earlier referred their co-workers ‘

to her.

Comparing certain results of the second survey with those of

the first indicates that uhion EIAs achieved recognition among

their co-workers. When asked whether there was a designated

individual in the company or union to pfovide information or advice

about educati
34.3 percent

respectively

on and careers, 57.9 percent said yes to company,
to union, compared with 31.5 percent and 8.1 percent

of respondents to the first survey.* Nearly three-

fourths of respondents to the second survéy who reported haying

discussed career or education plans with this advisor found it

somewhat or véry useful, compared to slightly more than one-half

in the first

SeveraT

survey.

of the EIAs interviewed for the case study felt ‘

discouraged or even overwhelmed by their logistical problems and

the difficulty of motivating indiv’'duals. Their frustrations ;

apparently obscured their success as providers of information,

indicated by

the survey results and testimony of utservers. A

CEUI staff répresentative states: "Nobody in maintenance knew

anything about tuition reimbursement before, o~ who to talk to

about it". A CSEA chapter president te’tifies, “clerical employees

now are much;more aware than in the pa,t of what tuition reim-

1/bursement is

* The case s
were activ
advisors,
group meet

and how it works." 1t may be important to coach /

tudy interviews 1ndicatp that those union EIAs who

e in the union were identified by co-workers as union

while the other EIAs, perhaps as a result of the

ings, were soymetimes associated with manaqemen/t ‘
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; Pprospective EIAs that there are saveral stages of advising, and
~each is significant. Otherwise the enormity of their taék’may
seem overwhe]ming.

The debate about the structure of the EIA role focused on /
several issues. Primary among these was the "release time"
arrangement, with which no one was entirely satisfied. The
EIAs noted three concerns: Release time of 3% hours a,week was
not sufficient. Secondly, some supervisors were nét coéperative.
in allowing their emp]oyées to take fime away from work dufies to
talk to the EIA. Th1rd1y,isupervisors and go-workers could make
anfEIA feel very uncomfort;ble about zctually using re]easé time,
especially when fhe workload was héavy,

Sofe supervisors were apparently unhappy with the arrange-
mént bgcause of the disvuption in the rggu]ar work day. This
could ﬁave beén exacerbated in the case of union stewards, who
already had release time for union responsibilities. A few
supervisors, 1t was aT]eged by some project participants,
object entirely to promoting education for emp]éyees.

“ "A second issue was whether union stewar&s @ere more effec-
tive EIAs than other workers. Advantages noted by some parti;
cipants were that union stewards already are recognized by their
go-workeés as"advisors" of a sort ﬁndwére usually outgoing
individuals interested in people. Disadvantéggs«were that
stewards have mahy demands on their time,.and'that thefr involve-

ment could politicize what shouid be an apolitical role.

)
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A third issue was the expertise.of'the urion EIAs. The EIAs
did not report a lack of confidence in their ability to advise
co-workers. . More than one observer among personnel staff, however,
was skeptical about the EIAs' level of expertise and fhe entire .
concept of peer advisement. The depth of the EIAs' knowledge about
tuition peimbursement and the world of colleges. and schools was
questioned. A]Qo questioned was the level of respect'and trust
EIAs could command who had not returned to school or achieved a
promotion themselves. ' ‘ )

A fourth issue was the role of the personnel EIA. Although
originally envisioned as a fesource person, this role apparently
was seldom fulfilled. More than one personnel EIA noted l1ittle
change in his/her role vis-a-vis thition reimbursement, and ex-
pressed regret at the lack of opportunity to serve as resources for
the other EIAs. None evidently derived a sense of involvement
from the l1iaison role as members of the local planning comﬁittee.
The site coordinator suggests as reasons for ;heir minimal involve-
ment that théir role was inadequately defined, and that they did

not have release time from their regular work duties for EIA tasks.

Information System

Béfore the.Model III demonstration project, it is generally

agreed, information circulated within the state"governmenﬁifjfut

_tuition reimbursement and education opportunities was minima¥. The

publicity and information methods used by the site coor&inétor and
EIAs successfully turned this situation around, acéording to a

comparison of the first and second survey results. More than

52 percent of respondents to the second survey reported receiving

information on the tuition reimbursement plan in the previous .
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six months, an impressive increase over the first survey's 4.4
percent. Information about education and training was reported by
56.2 percent, compared to 28.9 pertent in the first survey. From
eight to nearly 21 percent more respondents to the second survey
reported receiving information from the following sources (in
descending order of frequency): from union representatives, from
co-workers, from a counselor or advisor; at a éompany meeting,
in a union newspapér, in a company newspaper, from bulletin board
notices, from supervisors, and at union meetings. There were
smaller 1ncreas§s for sources of information about educétidn and
training.

These statistics also indicgte that no‘single method of
information dissemination is noticeably more effective in
reaching workers. Most of the methods used appear to be reflected
in .these statistical 1ncrease§; It is an i1ssue among those N
who participated in the project as to which methods were most
successful. It was generally agreed that "personal contact
far outweighs theeffectiveness of written mateéia]s," in the
site coordinator's words, whether contact was made in individual
or group ses$1ons. EIAs reported fewer responses to printed
publicity. Several observers noted that noteveryone reads the
union or state newspaperé, bulletin boards are covered over, and
notices accompanying paychecks are easily ignored. To many people,
an EIA remarked, standard college materials seem written in a
foreign language. Moreover, conversations or meetings may communi-
cate information about education more effectively than an impersonal
notice, particularly since, according to some'observers, clerical

and maintenance workers tend to assume unless told otherwise that
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such information is intended for professional or well-educated
employees only.

On the other hand, some observers argue that printed informa-
tion might have been more effective if more extensive. Also,
there is some evidence that workers find printed information
most helpful. When asked to identify preferred sources of
information, resbondents to the second survey consistently selected
as their first or second choice printed information (handouts,
mailing, notices) by ten percentage points more often than personal
mgthodv (meetings, co-workers, supervisors).

lesearch Intervention

Approximately 200 clerical and maintenaq?e workers at the
agency sites filled out survey questionnaires either at the
bejinning or conclusion of the demonstration year. Afteg’the
administration of the survey, the site coordinator often led an
informal discussion of tuition reimbursement and educational
opertunities.‘ Some workers discovered for the first time their
eligibility for tuition reimbursement. Others asked questions
which were later followed up. But all were encouraged to think
about education and training and introducgd to Qorkp]ace-based

sources of information and assistance -- the site coordinator and

EIAs.

P

wofkplace-Education Institution Linkages

The third intervention set forth in Model III was the establish-
ﬁent of working relationships between one or more education insti-
tutions and the local planning committee. This collaboration was
designed to promote specta’ adaptatiohs; in college courses énd

programs, scheduling, location, and other innovations. The presence
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of the Coordinator of CCNCR on the planning committee was a
first step towards establishing such working relationships. His
participation ensured, for the first time, that a formal channel
of communication would be kept open between representatives of
state management, Tabor, and educational institutions,

It proyed, however, very difficult -to re4lize educator-
wofkplace Tinkages during the demonstration year. One hypothesis

is that considering the complexity of the ofigina1 project design

and the length of time required to establish the information and

adyisement components, it is not surprising that a single yeaf.
proved too brief to implement the third intervention to the. extent
hoped for, Another explanation points out that the establishment
of relationships with {nstitutions exterior to the workplace is a

time-consuming prerequisite not demanded by the information or

advisement interventions.

Nevertheless, there is evidence of ground work accomplished
which may promote the'fﬁture eStabliShment of more formal educa-
tor-workplace linkages. The‘loca1_p1ann1ng committee meetings
were a catalyst for informal discussion of potential collaborative

efforts between these parties. For example, representatives of

'CEUI haVe discussed with the Coordinator of the CCNCR the possi-

bility of contracting with local education institutions to offer
courses to the maintenance workers.

A promising omen for future educator-workplace 1inﬁages i§
the Title 1-A Upward Mobility project (discussed ear11ér) which
ran concurrently with the Model III and was the product of.

collaboration between the state Director of 5Er56nne1 Development
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and the Coordinator of CCNCR. The collaboration gEew out of the
working relationship established between these individuals during

preliminary planning for Model IIT, "This education-work linkage

woq]d never have happend w'' the NMI project", according to the
CCNCR Coordinator. Althor - Title 1-A project was neither part
of Model IIInor a direct ~its activities, as an effort

to address  the educational nec " state clerical workers by
enlisting the régources of area . 1eges; it bodes well for the

future of workplace-educator lirkages in Hartford.

The Céordinator of CCNCR bn~1é;és the project was "a success,
overall", and emphasizes how re -rkable this is given the youth and/
or insecurity of the key parties' organizational bases. He
singles out as important outcomes the state's assignment of a pro-
fessional position to the tuition reimbursement area, increased
cooperation among the parties, and the Title 1-A Upward Mobility
Project.

_ Local Recommendations for the Future

The closing months of the project saw a number of recommenda-
tions for the future under discussion in Hartford. An expanded
and sustained information system is widely Tavored. The state
Personnel Development Division is preparing a tuition reimbursement

manual for state employees and a training session for agency staff

- who process tuition reimbursement applications. The President of

CSEA plans to get more information out to the rank and file by way
of union publications, meetings; and stewards; A "college fair",
which would give state employees a convenient oppbrtunity to learn
about education programs in the Hartford area, is under discﬁssioy
as an approprite-activitylfor CCNCR. Increased publicity about

thé sta%e's tuition reimbursement program directed to area

schools and colleges *s advocated by CCNCR's coordinator.
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The merits of a formal Iaboramanagément commi ttee for
education and training are endorsed by Hartford #art1cipants.
Whether the local planning committee as presently structured or
some yariant will endure remains to be seen.. One potential
successor, identified by two planning committee members, is the
Human Resources Development Commission convened by the Department
of Administrat1§e Services during the demonstration year, It
includes rebresentatives of government, 1a50r, and educa;ion‘and
has a mandate to examfne the present condition ofpeducétfon and
training opportunities for state énd local public sector emp1oyees
in Connecticut, perform a needs assessment; and issue recohmendations.
While other projeét participants are less hopeful-about the Commis-
sion's potential, they do endorse the principle of a'formal‘channel
for labor-management-educator consideration of the educationalt
needs of state emp1oyees; ' -

The decision to hire the site coordinator as a permanent f
state government employee-does not mean that the role will |
remain unchanged. Most often singled out as worthy of contihua-
tion are the position's technical assistance and publicity L
_coordination fuﬁctions. |

Proposals for the future of the EIA concept are numerous,

Although a few doubt it will endure; most }ecommend its continuation
tion_uijh_modifications; Union representatives are interested

in adopting the EIA concept; perhaps by ﬁncorporating it into--
the steward role and providing appropriate training. The union
EIAs are generally convinced of the importance of the peer
advisor element; they recommend more release time for EIAs and
for workers seeking their assistance: Other obs%rvefs; while in
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favor of workplace-based education information and counseling,
recommend that a professional counselor or personnel officer,
rather than an ordinary worker, be entrusted with these respon-
sibilities.

Whatever their opinion of the EIA concept,_many observers
emphasize how important "peer models" -- workers who have advanced
their careers by way of education or training -- could Be, either
as EIAs or not. _}n their view, the peer model can motivate co-
workers bj nroving that -barriers to educétion and training can be
overcome, and that there are rewards to -attending courses or
earning a degree. o

Educational alternatives for clerical and maintenance workers

are also under discusston, The state Personnel Development ~

Division has set as a long-term priority the education and training -

needs of clerical and maintenance workers; both to upgrade the
productivity of these positions and to provide. upward me111ty
routes. Creating a union educational or professional development
unit is the subject of consideration by both CEUI and CSEA, as is
the possibility of contracting for special courses or workshops
for their members. The CEUI has gone a step further and submitted
a propcsal to the National Institute of Education for funding to
continue the gducatioh information adyisor acfivities of that union
during 1980-1981. |

“Although negotiations for new contracts do not begin unti]
January 1982, ways to strengtheh}the tuition reimbursement
clauses are already being considéred, particularly by union parti-

cibaﬁt$;7 Options;inc1ude permitting release time for EIA-type
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adviéement, increasing the anﬂua] bargaining ﬁnit allotment,
raisiﬁg the rate of reimbursement above 50 percent; and advancing
rather than reimbursing tuition costs; The CEUI éontract for

the maintenance unit ratified in April 1980 (discussed eariier)
includes revisions which significantly strengthen the benefit
clause.

CONCLUSION

‘Summary

Nationwide; many employers, ejther unilaterally or through
a negotiated plan, provide workers with a tuition-aid benefit.
But relaiive]y few take advantage of this source of financial
aid, and.this is most true of those in the lowest ranks in terms
of salary and skills. This is a problem if one believes educa-
tion and training to be tools for self-deyelopment and career
advancement. This problem earns society's active attention when
it becomes e&ident, that structural barriers whicﬁ could be
reduced -- inadequate information and counseling -- are a primary
cause for the inffequent use of:tuition-aid;

The Hartford site adopted the most complex of the three
mode]l prégrams designed by the National Institute for Work and
Leafning to reduce these structura] barriers. The demonstration
project was targeted specifically to clerical and maintenance .
workers employed by mﬂecteé stafe“government agencies 16cated
in the greater Hartford area. étate government studies indicated
that these populations rarely used tuition reimbursement and

were in great need of opportunities for career advancement,
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From the initial planning stages through to its conclusion,
management, labor, arnd educator representatives were key parties
to the project. This collaborative relationship was formalized
during the demonstration year in the local planning committee,
which met monthly to plan and oversee project activities and
assist the site coordinator;

The site coordinator and the union EIAs, with backing from
the planning committee and personné1 EIAs; planned ﬁnd imple-
mented thg information system and education advisement service.
They reacﬁed clerical and maintenance workers through group
meetings, individual ggonversations,newspaper articles, posters,
payéheck notices; and word-of-mouth. Records were kept of sig-
nificant contacts with workers, and follow-up pursued. -

The impact of thé project; the results of the survey and
the dbservationS-of key bafties and participants are an§1yzed in the
section "Outcomes of thelProject": But it is worth zeroing in
on the impact of the interyenticns on the barriers which inspired
the three models in the first place: 1inadequate information and
counseling.

Barriers ' ‘ .

There are three major‘éategories of barriers to adult parti-
cipation in learning activitiés: situatipna1 factors, socia]é
psychological factorg, and fmstitutiona1 factors (Charner, 1980).
Situational barriers common1y reported 1nc1pde costs, lack of

time, age, and previous education level. Social-psychological
- \ :

‘\ .
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factors include Tow self-concept and lack of interest, Institutional

factors -- 1ocat1bn, schédU]ing, lack of courses -- are the most
amenable to intervention. .As discussed at tge outset of this
rebort, NIWL research indicates that lack of iﬁformation'énd lack
of counseling are impbrtant institutional barriers in and of .
themselves, and pgssib]y as they affect worker perception of other
factors. Certain]y, the first survey administration in Connecticut
found High percentagés of workers reborting information and counseling
barriers. The key cmmmriﬂmslin Table I reveal substantial reductions

in these barriers., (Other barriers- included in the survey fluc-

tuated by only a few percentage points in either direction).

TABLE 1
KEY COMPARISONS BETWEEN THE FIRST AND SECOND SURVEYS

SECOND SURVEY FIRST SURVEY

SURVEY ITEM : . RESPONSE RESPONSE

Received tuition-aid information within 52.6% - 4.47%
preceeding six months . '

Received information about education and - 56.2 28.9
training within preceeding six months

Inadequate tuition-aid information a problem" 39.7 66.0

Inadequate course information a problem _ 47 .3 74.7

Inadequate information about educational ' 47 .9 75.3
institutions a problem

Inadequate advice or counseling about 54.2 81.6
courses a problem :

Inadequate advice or counseling about 479 71.8
education institutions a problem '

Inadequate advice or counseling about 54.9 83.5
‘careers a problem ) '

Very familiar with tuition-aid plan 11.9 3.1

Somewhat familiar with tuition-aid plan 61.9 22 .4

Tuition-aid plan is company/union negotiated 69.1 19.2

Company encourages employees to use 32.1 7.4
tuition-aid ' _ ' _

Union encourages employees to use tuition-aid 32.1 9.5

Saw an individual for education or career - 38.3 17.0
planning within past two years

Received tuition-aid information from 23.8 10.2
co-worker )

Received tuition-aid information from. 16.7 3.1

° counselor or advisor ) :

Received tuition-aid information from 25.0 4.1
union representatives : . -

Received tuition-aid information at 14.3 2.0

company mec.ings

: —_ : €
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Of course, the percentages of those who still report info;mati?n-.

en&'EOunseling barriers remain significant. The next step will\

\

be to see if these barrlens can be reduced st111 further, and if

“so whdt effect adequate information and counseling will have on

workers' behavior vis-a-vis education and training.

-‘Recommendations

%

The findings of the case study suggest ways. to revise or
‘add to the orfginal model to make it more effective, some of
which are under consideration in éartfordt A more sustained
and systematic information campaign might have even greater
impaet. Different methods of publicity comnlement each other,
reinforcing the message and reaching those not reached by a
single method. | .

Many recommendetions.have been offered concerhing the EIA
concept, but ensuring adequate time End‘epace for advising are
clearly crucial. One adaptation would ensure that each work-
place has an office reserved with space forNedueational resource
materials and Suffieient'nrivecy for advising sessions. An EIA
would be available et scheduled times convenient to employees,
ineinding lunch hour; before and after work. 1Ideally, employeesj
could also make appointments during work hours to talk with an

EIA and be permltted a few hours release time annually for this

N | 2¢9

v-92 o




- O
purpose, This orrangement.accomplishes two things; It provides .
a routine which makes it possible to know when and how to find
an advisor, and enhances recogn1t1on of the EIA role by identi-
fy1ng it with a part1cu1ar location.

Another way to strengthen the adv1s1ng e1ement would be to
promote more teamwork between the peertadv1sors and the_agency
personnel/training staffs The original model stipulated this,

J but did not structure it. i ) | :
(’ The process of,establishing‘linkages between the state
g worksites and education institutions requires further attention. _
Maintaining and building upon the formal reletionship embodjed ;

in the CCNER's membership on the local planning committeé is .

important. But more precise matching of specific edoqation insti-

tutions and programs with the worksites is also important. Courses
could be scheouled'of‘ering various topics and worksite Iocétion;
to learn what will 1nterest-d1fferent groups of workers. Ang
idea is to increase pub11c1ty about the tu1t1on re1mbursemen plan
to area schoodls and colleges, to ensure that they know about the
number of state employees who have ava11ab1e to them a source of
financua] a1d

Despite the comp]ex1ty of the Mode] III des1gn and the Hartford
;situat1on, two significant barriers to worker education were
successfully reduced over a period of 14 months. Harmonious"
working relationships were maintained between the key parties at
a difficult t1me for labor relations in the state of Connecticut.
This ‘experience indicates that the Model III is a sound apbroach to
lowering information and counseling barriers, one worthy of -

continuation in Connecticut and further testing in additiona]

locations. B ‘ v-93
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CHAPTER SIX
CONCLUSIONS AND RECOMMENDATIONS .

The potential for fuller use of the tuition aid resource was summed
up this way in a recent policy paper: "Sa]ted by a new employer and union
interest ih tuition-aid. '. .there is the prospect for me1t1ng away of
remaining barriers to bring real educational opportunity to the adult period
of 1ife". :The learnings to date from "the Demonstrations" point out clear
ways that employers, unions, education institutions and government can act
decisively to realize that prospect.

The program interventions at the Model I and Model III sites had signi-
ficant impacts on workers' knowledge, of the existence of the tuitjon-aid
benefit and how to use it, the delivery of information to workers, and on
workers attitudes towarg education and training and toward their companies and
unions. The interventions proved effective atqreducing the ihformation‘and

advisement barriers that were targeted. They caused the establishment of

 mechanisms for 1abor-management education collaboration andencouraged con--

crete chenges in institutional practices. These were important outcomes.
A ‘The results of'fthe Demonstrations" confirm recommendations for private
pelicy action offered in the fortheomjng~policy book by Paul Barton. Among
these are that companies and unjons: ‘ : | |

0 focus'attention on the provisions and reprovisions of ... . L
1nformat1on about the tu1tion aid benefit to workers employlng a var1ety of
media of which one should be co-workers;

o insure that the administration of the benefit hag as one of its
central parts, the provision of competent educational and career counseling
and advisement services;

— | | :5?CL2
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0o minimize the out of packet cdsts_to workers through the provision
of advances or installment plan arrangements;

o insure on behalf of employées/members that there be respon-
siveness on the part of education providers to the'curriculum wants of
workers;

0" support on a local or regionalhbasis, establishmeﬁt of a tuition
assistance advisory service to assist companiés, unions and education institu-
t1ons to more effect1ve1y engage the tu1t1on aid resource.

The results of this study encourages NIwL to recommend that add1t1ona1
policy research and demonstration activities be undertaken independently by
companies, unions and education institutions, and by the Federal government
jtself as a major employer and architect of education-work policy. |

First, as has been repeatedly stated invthis report, there is need to
assess long term behavioral changes on the p;rt of workers who use T-A or
narticipate in education and training. This research should look at economic
changes, social-psychological change, social change, and workpléce behavior
change. It is impoftant to know, for example, if participants are more
occupationally mob#le, more geographically mobile, more satisf1ed w1th the1r
job and life situations, more productive, or "better" workers. This will

involve longitudinal studies and it w'11 be expensive. It will also be indis-

‘pgnsible to advocates of ehhénced worklife learning opportunity.

Second, there is need for more experimentation in this area. Alterna-
tive programs shoﬁid be designed}using unidns, companies and educational
iﬁstitdtions-in concert and alone as the focal point for the programs. Thesé
programs should explore different counseling methods, theories and practices

as well as alternative information delivery schemes. In addition, some of
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A
these experiments should focus_on improved linkages between educational
institutions and the workplace. | |

Third, there is a need for improved measurement of the barriers to educa-

. tion participqtion and of educational needs and goals. Related to this is a
need for futher research on thé factors that enhance and detract from the
conversion of educational goals to behaviors.

' Fourth, we recommend that alterthive financing schemes to the traditional
tuition aid program. . .suck as paid educational leave and universal educa-
tiona].entitjements. . .be explored and tested on an experimental basis. . .
first with one or more agencies of the Federal government.

Fifth, wexrecommgnd.that new case studies of successful workp]aée pro-
grahs and experimental brograms related to education and training of adult
workers be.undertaken. These.case'studies,can prqvide critical 5nformation

] fo decision-makers who are interested in developing programs and policies

“"for worker education and traihing that cannot be obtained from traditional
.survey research sources. It will be purposeful to focus in this connection,
on the needs and experiences of specia]apopulations. . .of which working

women in the 80%, workers in rural labor markets, and midd]e_aégd and older

workers would be prime candidates:
Finally, we urQe the education research community tb tgke:f011est
advantage of the data presented in this repbrt and subject it to thorough
gnalysis for what the data say. The time avai1ab1e was not adequate for the
kind of analysis and contemplation of the findings tqat resu]ts:in a thorough

mining.of all that is there.

N e
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Q“This, then, is the report of "the Demonstrations" . . .13 months of

discovery and change.
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OMB Number: §1-S79004
Expiration Date: Segt. 1980

WORKER EDUCATION AND TRAINING STUDY

Dear Study Participant:

The purpose of this questionnaire is to gather information
" about the education and training of working adults, It is part of
. a study being carried out by the National Manpower Institute under
contract number (No. #400-76-~0125) with the National Institute of
Education, a part of the U. S. Department of Health, Education and
Welfare .

‘Your views and experiences are important for the development
and operation of new education and- training programs. Because
we are able to ask these questions to only a- small group of workers
here and in two other work sites around the United States, your
answers are very important

- : All of the information you give is strictly confidential.
_ Your responses will be seen only by the National Manpower Institute
" project staff, and results will not be reported for any individual.

Again, your participation is essential to the success of the
project.  We have tried to make the questionnaire interesting and
worthwhile and we hope you enjoy £filling it out.

Thank you in- advance for your help.

s

Sineerely,

" Gregory B. Smith
Project Director

Ivan Charner
‘ S - .. - Senior Research Associate ,
v~ 7 "This report is authorized by law : ;

,\\\\\ (20 U.'S. C. 122le). While you - ’ - S . i¢;1

_ are not required to respond, your ) R ,

operation is needed to make the ’ y '
I1ts of this survey comprehensive. )
. accurate and timely.
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- TRUCTIONS
: ok kk ok ok ok kK

-
f/ *

. _EACH CATEGORY FOR THESE QUESTIONS

" PLEASE READ ALL QUESTIONS AND INSTRUCTIONS CAREFULLY
BEFORE RESPONDING. <

T

PLEASE ANSWER ALL QUESTIONS IN' ORDER

MOST QUESTIONS_NEED ONLY A CHECK (v") MARK TO ANSHER.

IF YOU DON'T ALWAYS FIND AN ANSWER THAT FITS
EXACTLY USE THE ONE THAT COMES CLOSEST. '

(

A NUMBER OF QUESTIONS REQUIRE A RESPONSE IN TWO
CATEGORIES. THESE ALL HAVE A DOTTED LINE (}) L
DIVIDING THE RESPONSE CATEGORIES. PLEASE MAKE:’ - 4
SURE THAT YOU CHECK THE APPROPRIATE BOXES IN




PART A: General Information

1. WHAT IS YOUR NAME, ADDRESS, AND FHONE NUMBER? 1-3

- Your name is requested in case members of
the project staff have any questions ‘about
your responses and in case we wish to ask
your views at some later time.

Name:

" Address:

Telephone Number:

2. WHAT IS THE NAME OF YOUR COMPANY? " . 4-5

~ Company Name:

3. WHAT IS THE NAME OF YOUR UNION AND WHAT IS YOUR LOCAL UNION = 6-8
NUMBER? s - :

Unfon Name:
Local Number:

4. HOW LONG HAVE YOU- BEEN EMPLOYED IN THIS COMPANY ON A CONTIN-
UOUS BASIS?
(If less than one (1) year, please check the box and indicate
the number of months. If one year or more, please write
- in the number of years.)

[::] Less than one (1) year (Number of months ) | 9-10
[::] Year(s) (to the closest year) L 11-12




- ey ‘
t ' I
: 1
~ 5. HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION IN THIS/

. COMPANY?
(If less than one. (1) year, please check the box and 1nd1cat

the number of months. If one year or more, please write, 1n
the number of years.) -
[::] Less than one (1) year (Number of months ; )« 1/13-14

[:] Year(s) (to the closest ‘year) | 15-16

|

6. HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?
(Please check one box for each type) :

Very  Somewhat Not very ; , Does not
Useful _Useful Useful Useless App]y/

High school |
|
/

‘education since ‘ 3 | )
high school ol B D -

A}

The next questions are about tuition-aid

plans. A tuition-aid plan provides pay-

ment for all or part of the education

and training pursued by individual wor-

oo kers at their own choice.’ This may in-
clude: tuition reimbursement, tuition

- advancement, educational leave of .absence
(paid or unpaid), or training fund plans.

education A A — ] ], 17
Previous job - | . fo
experience _ [} [] J I R 18
. 3 i
Vocational o : 1
education or _ |
training since ! .
high school . [1 [ — I R I B 19
Academic or ' ‘ f ' |
. professional | ” |
B 20
f
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7. ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION-AID PLAN B V31
WHERE YOU WORK? (Please check one box)

Yes, very familiar .- [ ]
» Yes, somewhat familjar [ ]

‘No, not familiar ]

If you responded No, not familiar,
please answer Question 9 and then
go to PART B on page 6 .

8. IF YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO SPONSORS 22
THE PROGRAM? (Please check one box)

[::] Negotiated as part of company/un1on contract

] Company sponsored
[ ] Union .sponsored ' \

9. IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR 23-24
TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO ‘

_ YOU?.

J : * (Please check one- box under tu1t10n-a1d plan and one box under

; education and training

[

Tuition-Aid*Plan - Educatiun & Training

Yes — Yes [ |
No .[::] | N [
10 ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN? 25
(Please check one box) B}
Yes -
No - L
Don't know [ ]




.- 4 -.
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1. DO YOU KNON HOW T0 REQUEST APPROVAL. T0 TAKE A COURSE UNDER YOUR 1/26

'TUITION -AID PLAN? (Please check one box) . .
Yes [ : T~
Yoo [

12. WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE irURMAL APPROVAL T0 AN ‘
APPLICATION FOR TUITION-AID BENEFITS? (Please check one box for '
each office or individual.)

-

_ Don't
‘ S . Yes No. know
Employee's immediate ‘supefvisor 4 O O 27
e T . ' ‘ 0
_ Supervisor ¢f education & training 1 N T 17 28
" Personnel department ' {1 ff'l. NI C29
* _ Joint or union education comittee . L__j 1 L 30
." The. educationel 1nstitut1on offering . . . :
“;the course L T A e 31
, “Other company or union represen- - |
tat1ve : R I A s O 32

13. THERE ARE A LOT OF REASONS wnv PEOPLE MAY NOT-USE THEIR
- TUITION-AID BENEFITS. DO ANY OF THE FOLLOWING ACT AS A PRO-
BLEM FOR YOU? (If a reason does act as a problem for you,
please check Yes. If it doesn t or if you have not thought
about it please check No.)
o : Yes, No,
it is a problem it is not a problem

Too much red tape in .
applying for and getting '
approval for education or

training D . D . 33

Education programs I want
take are not.covered
un§sr the tuition-aid plan — . . - 34

-
N
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. Yes, No,
it is a problem it is not a problem

Educational institutions
I want to go to are not

covered under.the plan M ] 1/35

I do not have édequate
information about the

tuition-aid plan ] ] 36
Not enough of the costs T . .
are covered under the plan [ - 37

I am not able to pay in
advance, even though I

will be reimbursed 1 _ :l 38

I am not willing to pay : :
in advance , 1 L1 39
Other (please specify) - » 40
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PART B: Participation in Education and Training

For this study, we are 1nterested in
your participation in education or
training that is at your own choice.
Courses or programs that are egu?red
by zour company should not be cons1]-
ere A course which you voluntarily

" take at your own choice; (for example, -
in community relations, offered at

" YMCA, through your union, or at com- -
munity college); should be considered

Any degree program should also be con-
-sidered

14. HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING 1/41-42
PROGRAM IN THE LAST TWO (2) YEARS?
(Please check one box under education program and one box
under training program )

Training Program

Education Program
Yes- (] Yes []
No [ N [

If you responded No to both categories,
please go to PART C on page page 10 .

15. HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING .. 43-44
PROGRAM IN THE PAST SIX(6) MONTHS?

... -Education Program
S Yes [
“No [::]‘

Training Program

Yes []
N [
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116. WHY DID YOU PARTICIPATE IN THE EDUCATION OR TRAINING PROGRAM?
(Please check one box for each possible reason for participat-

ing.) _ ;
| Yes Mo
a. To get a degree, diploma, or certificate - J 1/45
b. To upgrade s‘“kﬂls for present job J g 46
c. For a different job =] 3 47
d. For career advancement | ] 48
e. For better wages J 3 49
f. To ﬁrepare for retirement :l ] 50
g For leisure time pursuits ] O 51
h. For.general knowledge g 52
i; For parenting skills 1 T 53
j. For religious pursuits ] O3 54
k. To be a better union member 1 3 55
1. Other (please specify) 56
17. PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY 57-59

PUTTING THE LETTER OF THE REASON FROM QUESTION 16 IN THE
SPACES BELOW.

T ] 1% choice [ 2™ choice 73" choice
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.

" 18. IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM,
PLEASE INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION
YOU RECEIVED. o ' ¢
(Please check one box for each type of school you attended.)

Very Not Very
- Satisfied Satisfied Satisfied Dissatisfied

Private voca-
tional/technical
or business
school-

[
]
]
]

1/60

Public. voca-
tional, tech-
nical, or _
business school 61
4-year college/ -
university 62
Community ‘
college 63
Company/union
run schools _
or courses 64

High school 65

Registered
apprenticeship 66
Correspondence
school

0000 00C
0000 000
noDoD 00O
nooo oo

Community or 4
social organi-
zation such as

YMCA or church 68

U
[
[




19.

PLEASE INDICATE WHICH OF THE FOLdeING PAID FOR THE EDUCATION
OR TRAINING YOU RECEIVED. - (P]ea/se check one box for each
category.) _ . '

Yes  No_

You (self-paid) ['_—_] ]

.Union ' | : P 1 O

Company -- under tuition-aid plan 1

~ Company -- not” under tuition-aid plan 0 O
Government (veteran's benefits, federal ‘

' loan or grant) 1 g

- 20.

IF YOU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPR6XIMATELY

. HOW LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE

EDUCATION OR TRAINING?
[ ] Less than one (1) week -

f:] 1 week
- [J 2 weeks
- "[] 3 weeks

] 4 or more weeks

e
a
//"
l'/

1/69
70
71

72

73

74
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"PART C: Edlcational Opportunities

21. PLEASE INDICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF
THE FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAIN-'.
ING. (Please check one box for eac hitem.) :
: ’ Not
Important Important

To complete an educational program
for a diploma, certificate, or

degree - 1 1/75
To meet new people ] N 76 -
To become a more well-rounded person ] ] 7_7.
For social sj}d]lrs | [:] , g 78 /
To improve job performance :] ] 79
To learn skills for hobbies D ] 80/1
To be a better union member i ] 2/"§' .’
To improve my ability to read, write,
speak, and do math - ] 7
To be a better parent ] 1 8

_ To get a promotion 1 ] 9
To improve family Tife ] - 10
zgrzzﬁpare for anothe.r job or o [:] "
'irgssggter understand community - - "
To learn more (knowledge for the

sake of knowledge) ] M 13
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. Not
. Important Important . .
To become a better worker —] [ B 2/16
To prepare for r}etiremem;v . I R 15
Other (please specify’) '. - : .16

!

22. WHICH OF THE FOLLOWING EDUCATIONAL 'PROGRAMS ARE AVAILABLE IN
YOUR LOCAL AREA?

(Please ‘check one box for each type of program Available.)

Available
Yes No Don't know

Private vocational, technical or

business schools 1101 1 1_'/"

- Public vocaticnal, technical or =~ v 4
business -schools IR 18—
4-year college/university " 100 &3 | L1
_Eomnunity college _' ' T 4 20

.. High School o ] 3 — o
Company-run schools or courses I ' 2
Union-run schools or courses N T O I e 23
On-tr_!e‘-job'tv'ainihg " _ 0 7 24
Correspondeice school ‘ M1 25
Community -or®social o;‘ganization

such as YMCA or church o lj Ja 1
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23. AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL
PROGRAMS? -
(Please check one box for each program under Preference.)

Preference
, Yes No
Private vocational, technical or
businéss schoo'ls ] ] 2/27
Public vocationa'l technical or ’
business schools (I ] 28
4-year college/university — 29
Community college ] [ 30
High school 0 Od 31
Company-run schools or courses J O 32
Union-run schools or courses 3 O 33
On-the-job training O 34
Correspondence school I 35
Community or social organization | A
such as YMCA or church O 36
24. IN WHICH OF THE FOLLOWING PLACES ARE EDUCATIONAL PROGRAMS

CURRENTLY AVAILABLE?
(Please check one box for each 1ocation under Available.)

Available:

Yes No Don't know

Work site ' ImEma. 37
Union hall | | OO 0O 18
Education institution (I N I 39
Community orgamzation (YMCA, ‘ . 4“0
church, etc.) - C I

322
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- Available
) Yes No Don't know
Library : OO0 S VA
- At 'my place of. residence . B9 I N 42

25. AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE.LOCATION
' OF EDUCATIONAL PROGRAMS? ,
A».,_,v(Plgase check one box for each location under Preferenc_g.)

Preference
Yes Mo
Work site | R E 43
Union hall 1 O 44
Education institution ] 45
) Community organization (YMCA, ' _
church, etc.) - i 46
‘Librar_y . ] [ 47
At my place of residence - _ [ 1 . 48
26. WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE? (Pleaée
check one box for each type of method under Available.).
Available =
Yes No Don't know,
Lectures or classes - N 49
Workshops or conferences N B I I I 50
Corr:espondence kc.ourses “ _ ] '[ | 51
Television or video cassettes O OJ = 52
Radio, records, or audio cassettes: -~ [ | [ | I | 53

Informal discussion groups o0 g 54




27.

28.

Preference -
Lectures or classes - [::];" ] 59
ydrkshops‘or.éonferences [ . 60
Correspondence courses : ] O 61
Television or video cassettes . —J 62
'>'Radio, records, or audio cassettes I 63

vInformal discussion grdu’p{ E:] 1 64
Private individual instruction - [ 65
On-the-job training ] 66
Compﬁter-assisted instruction i o g 67
On my own o I 68
IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM

IS THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER T0 LEARN?
(Please check all boxes ‘that apply.)

Fellow workers L] | 69
Supervisory or company agm1n1strat1ve' o t::] i 70

- 14 -

Private individual instruction
On-the;job training

Cémputer-éssisted instruction

"Available

_'Yesfmn't-know
oo O s
e e e 56
el Y e 57

g O s

On my own

AVAILABLE OR NOT NHAT IS YOUR PREFERENCE FOR ME¥HODS-OE—LEAR&._____;
- ING? (Please check. one box for each method under Preference. )— -

personnel

\
N
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Family ‘members

] 71
Anyone interested in the program ,. ] 72
No preference R . - 73
29. IS THERE ANY AGE GROUP YOU WOULD PREFER :I'O BE IN THE® PROGKAM *
WITH YOU. (Please check all boxes that apply.) - '
.People who are my own age — - ) 74
_ _People ‘wh_o _are younger than I am ] 75 |
" beople who are older than T —— e
Any age group - age does not matter: . ) o ' 77'/2
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PART D:_ Information and Advice

30. HOW DID YOU RECEIVE INFORMATION IN. THE LAST SIX MONTHS ABOUT
YOUR .TUITION-AID PLAN QR ABOUT EDUCATION AND TRAINING AVAIL-
ABLE TO YOU? - (Please check all boxes that apply under tuition-
aid plan uﬂd alT‘Boxes that app1y under education and training.)
Tuition- Education
‘aid Plan & Training

a., Employee handbook ‘ 1 [ 3/6-7
b Handouts to employees - -l i . 8-9
‘c. Matlings to home ] 1] '10-11
~_ ©d. Bulletin board notices ] ] 12-13
e, :gwggggzgisnewspapers or [::] | | [::] : T4-15— ‘
f. In union newspaper ] ] - 16-17
g.- At union meetings [::] 1 18-19
h. At company meetirgs ] 1 - 20-21
i, From counselor or adviser 1 ] 22-23
j. From co-workers 1 | 24-25
k. From sdpervisors , [:.] E:] 26-27 ‘
1. From union representatives ] 1 28-29
m. Educat1on catalogues or not1ces[::] [::]" 30-31
- 31, OF THE METHODS LISTED IN QUESTION 30 ABOVE, PLEASE INDICATE THE
' THREE METHODS THAT YOU FIND MOST HELPFUL.
(Please put the letter corresponding to the method in the box.
Example: for "employee handbook“ use "a"; for "at union meet-
ings" use ”h", etc,
i = b
2, 4 | | 33
T3 - . 3
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32.i IF YOU WERE INTERESTED IN'GEfTING INFORMATION ON YOUR TUITION-
- AID PLAN, FROM WHOM WOULD YOU LIKE TO GET IT?
- . (Please check all" that apply.)

Co-workers 1. - - ©3/35
Supervisor, 1 3
Union r-epr'esentat'lvew E] | S . 37
Company representative - 38

" Other (please specify) . ' ' 39

33, - IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO  40-4
CAN PROVIDE ADVICE OR INFORMATION ABOUT EDUCATIGN AND CAREERS?
- (Please check one box under company and one box under unjon.)

Yes [ ] o Yes 1
No . No | ®
Don't . - Don't ’

know [ ] oknow [

. If you responded either No or Don't
know to both categories, go to
ﬁue tion 37 on_ page 18.

o

l

34 IN THE PAST TWO YEARS, HAVE YOU SEEN THI'i INDIVIDUAL TO HELP T 42
"'YOU WITH YOUR EDUCATICN OR CAREER PLANNING? i

Yes [:]
'No 0 °

o | 1f your answer 1s No, please go to
Question -37 on page 18.

—_—

M




35.

36.

37.

-18 -

IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO
. HELP YOU WITH YOUR EDUCATION OR CAREER PLANNING?

Yes ]
N []

IF YOU HAVE SEEN A COUNSELOR OR ADIVSOR WAS IT USEFUL

OF HELPFUL? .
Yes, very usefut 1

Somewhat useful [

"o . No, motuseful—F=]

HIF‘INDIVIDUALS WEP= AVAILABLE TO TALK TO YOU ABOUT YOUR

EDUCATIONAL OR CAWcER PLANS, WOULD YOU GO TO TALK TO
THEM?

Yes, definitely [ ]
Ma,ybe ]
Mo CJ

8:8

3/43

44

.45
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PART E: Incentives

38. - DOES YOUR COMPANY ENCOURAGE EMPLOYEES- TO SEEK ADDITIONAL
EDUCATION OR TRAINING’

Yes 1

No 1

Don't know [ |

39. DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION-AID

BENEFITS? :

" Yes ]

‘No 3

Don't know (]

¢« "OES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL

SUCATION OR TRAINING

Yes O
No -
Don't know [ ]
41. DGES YOUR LOCAL UNION ENCOURAGF MEMBERS TO USE TUITION-AID
8ENEFITS?
Yes 1
No (3

Don't know {__|

3/46

47

48

49
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42, HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION-
AID BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?
(Please check one box in.each category under tuition-aid bene-
fits.and one box in-each category under education and training.)

b - Tuition-Aid Benefit Education or Training
: Supervisor (A R 0 O 3se-s
J\Fe]]ow workers __V ] [::] [::] ] 52-53 .
Shop steward(s) - - | ] | 1 54-55
Union leaders O . [::] ] 56-57
Friends outside' .
of work ] 3 J ]  s8-59
Other (please '
specifyg - - 7 60-61
62-63
43. DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE;
ADDITIONAL EDUCATION OR TRAINING OR TO USE TUITION-AID
BENEFITS? (Please check one box for each type of
incentive.)
Yes No
Letter of commendation ] — 64
Specia] events. held honoring |
students 1 ] 65
Financial bonus [::] [::] 66
Consideration in career ,
‘development reviews ] 3 67
" ] ] 68

' Wage fncrease
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Publicify for participating
Additional job responsibilities
Promotion or new job

Other (please specify)

Yes

Ooul

nons

69

70
71

72



PARI;Féz Factors affecting partféipation

44,

‘A, Education and Training Prog

THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER
EDUCATION OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A
PROBLEM FOR YOU. (If a reason does act as a problem for.
for you, please check Yes, if it doesn't, or if you have not

mrthought about it, please check No.)

P

Yes, it is No,it is not

a problem 3 problem

'The education or training programs
I want to take are not offered

Scheduling of education offerings
are not convenient for me

‘Programs are held far away for me (]

I do not have transportation to
get to programs

Programs held in the evening are
_unsafe for me to go to

00000

B. Information and Advice

I don't have adequate information
about courses that are available [::]

U

I do not have adequate 1nformat10n
about what educational 1nst1tut10ns
are available

O

I do not have adequate advice or

counseling about available courses

‘and whether I am qualified to

take them : : [::] [::]

3/73

74

‘75

76

77

78

79

80/3
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. Yes, it is No, 1t 1s not
e . a problem a problem

I do not have adequate advice or
counseling about available : ‘ : '
educational institutions | 1 4/6

1 do not have adequate advice
or counseling about my career

opportunities ] I 7

C. Pefsonal and Family

. Yes, No,
it is a problem it is not a problem

I don't want to take
courses on my own time ]

I cannot afford child care . .
or male.arrangements for '
child care .

I don't think I could pass

the course 10

, I don't have enough free time

: because of family responsi-

bilities ’

11

My work is too hard and I am
too tired to take courses

[:l []g [] v.l:]

12

My work schedule can not

be rearranged to take time
off to attend an educational
program ‘

00 0o Q

13

i
o




!
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Yes, No,.
it {s a problem it is not a prob]gm

Educational programs would

take too long for me to _ -
complete »- ] [:] 4/14
. My. spouse (wife or husband) - .
| doesn't want me to —] ] 15
My children don't want me to D [—_—' 16
) D Genera]
"I don't think I would get .
promoted or get a better , A
- Job even if I took some '
education ] - 17
Favoritism in who gets - _
approval 3 ] 18
"If I take a course, my | N
compary may think I Tack
a skill (R 19
E. Otz.her Problems
If there are other things that
act as problems for you, please
1ist them below,
1, 20
2. __ , 21
3. - 22




45,

46.

47.
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DO YOU PERSCNALLY WANT TO TAKE ANY FURTHER EDUCATION OR

TRAINING?

Yes, definitely ]

Yes, probably .

No j | ]
D ERSONALLY THINK THAT YOU NEED MORE EDUCATION OR
TRAIN G?

Yes, definitely 1
Yes, probably ]

No 4

DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE
NEXT TWO (2) YEARS?

Yes, definitely ]
Yes, probably ]

No 1

DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE
NEXT (2) YEARS? .

Yes, definite'ly [
Yes,. probably L__:i

No |

4/23




v e 26—

PART G: ~ Background Information

49, WHAT IS YOUR-SEX? - S - W2
: Male Female | : —
- |
59.  HOW OLD ARE YOU? - B
" under 25 | i
25 - 34 O Vv
35 - 44 I
- 58 -
55 and over — |
51._ WHAT IS YOUR RACIAL BACKGROUND? | 29
Black ’ -
White .
American Indian or Als“an Native ] K
-Asian or Pacific Islander |:_'_|
52. IS YOUR ETHNIC HERITAGE HISPANIC? - B 31
Yes Ej
No ]

O

U  nih it M e




53.

WHAT IS YOUR CURRENT MARITAL STATUS?

,.Married (not separated)

‘Married (separated) -

™
N

Single.'neveé'married

54.

© 55,

56.

_'Bichglor's &egree or nigher

Widowed

Divorced

gopoo

HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?
(please write the number-in the boxes.)

]  children | -

-~ I/,‘ v .
] Others (please specify)

{ I

j 3

IN HHAT KHAS YOUR LAST CHILD BORN?
(Please write 1n year.)

19

WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE ATTAINED?

Some high school or less

. High school diploma‘br GED

-

Some co1] ege, but no associate or’
bachelor's degree :

Associate degree

ooo D'U

4/32

+ 33-34

- 35-36

37
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' N\
57, 1IN NHAT YEAR DID YOU ATTAIN YQUR HIGHEST LEVEL OF EDUCATION? . 4/38-39\

(Please write in year.) | N\

. N
19 : - - \

58. DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSION- 40
AL LICENSE, OR JOURNEYMAN'S CERTIFICATE? o e

Yes )
No ]

59; WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF THE, . 41
PLACE WHERE YOU LIVE?

~Rural or farm community 1

Small town or village
(1ess than 50,000 people

Medium-sized city or its
suburbs (50,000 - 25,000
eople) \

airly large city or its
uburbs (250 000 - 500,000

*

Very large city or 1ts suburbs
(over 500,000 people)

00 0 O
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60. WHAT. IS YOUR CURRENT OCCUPATION? 4/42-44
(Please provide the titie and a brief description of your - :
duties.) (For example: machine operator: "I operate a
punch press in a metal shop",)

Title:

Duties:

61. WHAT INDUSTRY DO YOU WORK IN? (For example: construction, 45-47
manufacturing, or state government,) '

‘Name of {industry:

b 62. WHAT SHIFT DO YO USUALLY WORK? o 48
S Day -
\\\ | Evening [ ] e
| _\*axﬂight 1 >.’/ _»”/'£
N spift—
> 63. ON THE AVERAGE, HOW MANY HOURS PER WEEK DO YOU WORK ON THIS " 49

JoB? :

1-19° 20-29 30-39 40-49 50-59 60 or more

' 64. WHAT IS YOUR PAY CATEGORY? | _ 0
: \\ﬂourly : ' g ’
,Sqlaried. but paid for overtime
- Salaried, not paid for overtime

oo o
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65, WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS J0B, BEFORE 5751
TAXES, DURING 19787 (If ynu have been in this Job for less.
:han o?e year, please report your income last year before
axes.

Less than $7,499

7,500 - $9,999

$0,000 - $12,499
$12,500 - $14,999
$15,000 - $17,499
$17,500 - $19,999

$20,000 - $22,499

jooooonag

$22,500 or more

THANKS VERY MUCH FOR YOUR HELP,

If you have any questions. please feel free to call or write us at:

Worke: Education and Tra1n1ng Polictes Project
National Manpower Institute

1211 Connecticut Avenue, N.W.

Nashington, D.C. 20036

T : (202) 466-2450
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i
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INSTETUTE OF EDUCATION, A PART OF THE U.S. DEPART-
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development and use of the human potential; development and imple-
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PART A: GENERAL INFOPMATION

TABLE i: HOW LONG HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON A CONTINUQUS BASIS?

A. Less than one (1) year (Number of months )

b »1 Relative Adjusted Cum
solute freq freq ‘ req
Month freq {% ) (% ) )
1. 2 2.0 13.3 " 13.3
3.. 4.0 26.7 40.0
§. 2 2.0 13.3 53.3
6. 1 1.6 : 6.7 60.0
7. 1 1.0 6.7 66.7
8. H 1.0 6.7 73.3
18.* Bg 84.8 ; 2?.7\ }00.0
- 85. Missin 00.0

I’ota] T00 100.0 100.0

B. Year(s) (to the closest year)

Relative . Adjusted Cum )
Absoiute freq freq freq
Year freq (%) (%) (%)
1. 13 13.0 15.1° 15.1
2. 25 25.0 29.1 .44.2 '
3. 6 6.0 7.0 51.2
5. 3 3.0 3.5 54.7
6. 1 1.0 1.2 55.8
7. 2 2.0 2.3 58.1
8. 4 4.0 4.7 62.8
9. 3 3.0 3.5 66.3
10. 2 2.0 2.3 68.6
11. 5 5.0 5.8 74.4
12. 2 2.0 2.3 76.7
13. 4 4.0 4.7 81.4
14. -4 4.0 4.7 86.0
15. 2 2.0 2.3 88.4
20. 2 2.0 2.3 90.7
\ . 2. 2 2.0 2.3 93.0
\ c3. 3 . 3.0 3.5 96.5
29. Z 2.0 2.3 98.8
B 11 ' 11'8 Mi o }8g°8
0.* . . $S .. .
- Total 100 100.0

—
o
(=

Zero

* &y for Table 1A reprasent the 85 workers who have been emp]oyed for one
or more years.
As for Table 1B represent the 14 workers who have ‘been emp]oyed for less

"than one year.




NotesAon.Tables 1 and 2:
These fab]es are, for the most part, self-explanatory. Frequency types
illustrated by the following example re]afing to the second line in Table 1.
Monfh)Absolute frequency -- Of the 100 respondents, four have been employed

for three months.

Rg]ative frequency -- Four percent of the total sample (loo_employees) have

“been employed for three months.

Adjusted frequéncy -~ 26.7% of respondents who have worked for the company

less than'onegxear (total 15 émp]oyees) have been with the cnmpany for three
months. '

Cumulative frequency -- 40.0% 6f the respondents who have worked for ‘he

company less than one year have been with the company for three months or

less.- PO

Fifteen percent ©of the 100 respondents were employed with the company less
E than one year and the remaining 85%:Qgce employed for a year or longer. Fifty-
two percent of the employees surveyed had been with the company for two years or

~——Jess.

1

—

TABLE 2: HOW LONG HAVE YOU HELD YOUﬁ CURRENT JOB OR POSITION IN THIS COMPANY?

A. Less than one (1) year (Number of months )

Relative Adjusted Cum
Absolute freq - freq freq

Month freg (%) : (%) (%)
1. 4 4.0 9.5 9.5
2. 2 2.0 4.8 14.3
3. 9 9.0 21.4 35.7
4, 4 4.0 9.5 45.2
‘5. 3 3.0 7.1 52.4
6. 3 3.0 7.1 59.5
7. 7 7.0 16.7 76.2
8. 2 .2.0 4.8 81.0
9. 1 1.0 2.4 ~ 83.3
10. 5 5.0 = 11.9 95.2
11. 2 55.0 4.8 100.0
0. 58 .0 Missin 100.0

100 100.0 0.0 -

? - _Tota]

2~‘ e .. - e — - .. e e - o - — — ‘_‘ . “,' .
@ . *As for Table 2A represent the 58 workers who have held their current Job
ERIC- for one or more years. - - -344




B. Year(s) (to the closest year)

' - Relative Adjusted Cum
Absolute freq : freq freq
Year . freq (%) (%) (%)
1. 16 16.0 29.1 29.1
2. 16 ' 16.0 29.1 58.2
3. 9 9.0 16.4 74.5
4. - 2 2.0 3.6 78.2
9. 2 2.0 . 3.6 81.8
10. 1 1.0 1.8 83.6
13. 1 1.0 1.8 85.5
15. 1 1.0 1.8 87.3
18. 1 1.0 1.8 89.1
9. 1 1.0 1.8 90.9
.20, 1 1.0 1.8 -92.7
21. T . 1.0 1.8 " 94.5 S e
22. 1 1.0 1.8 96.4 -
23. 1 1.0 1.8 98.2 ‘
'Zg;* 41 41.0 - 1.8 }OO.Q |
= - 45 5.0 " Missi " 100.0
Total 100 100.0 lﬁﬁ.g , \

Forty-two percent of the respondente have held their current job in the

company for less than one year. Only 26% of the surveyed enployees "have been 4

experience 34,4 - 28.1 1.5 7.3 18.8 96

¢. Vocational edu-
cation or train-

;

i

in the same ‘Job for three years or Yonger ;
;

. - -
~ TABLE 3: HOW USEFUL HAVE THE FOLLONING BEEN FOR YOUR CURRENT JOB? j
‘ Very Somewhat Not very Does not : %

o .Useful Useful Useful _ Useless Apply N ?

a. High school - o . ;

education - 43.9 42.9 - 5.1 5.1 3.1 98 ) &

- b.. Previous job ]

1

ing since high IR ' :
school = - 36.2 19.1 : 6.4 6.4 31.9 ) 94

-d7 Academic or pro- o - L
fessional educa- ‘ - . . S
tion since high ' : . ke
school 19.6 26.1 8.7 6.5 39.1 92 ‘

"1
Most workers find their educ 19n or previous Job experience very useful/

——amn e o

X
J
_[:R\K:ewhat useful for their current job ' *;xuﬁ“' ;.sk_ U 71

= e A for Table 2B represent tne 45 workers who hqve held _their: current less than a year. .




TABLE 4: AREﬁYOU FAMILIAR WITH EXISTENCEJOF A TUITION-AID PLAN WHERE YOU WORK?

1. Yes, very familiar | 14
2. Yes, somewhat familiar 45:8%
3. No, not familiar ©41.0% :
(N=100) ST

Forty-ohe percent of the workers surveye& indicated that. they were not
familiar with the tuition-aid pian. Alfhough 59% had some degree of awareness

regarding the plan, only 14% considered themselves very familiar with the plan. .
Y / .

TABLE 5: 1IF YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO SPONSORS THE PROGRAM? *
i. Negotiated as part of

company/union contract . 21.1%

2. Company sponsored ' 78.9%

3. Union sponsored 00.0%

H ~ - (N=57)

About four out of five respondents knew that the plan‘ié a company-sponsored
. ) A ) ' \
program.- The remainder thought that the p]an is negotiated betweer, the company °

and the union. No workeys attributed the Sponsofship of the blan to the union.

TABLE 6: 1IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR TUITION-
AID PLAN OR ABOUT EDUCATION-AND TRAINING AVAILABLE TO YOU? -

Tuition-Aid Plan Education & Training

Yes 20.0% Yes ~ 32.3%.
No 80.0% No = 67.7% -
(N=95) | (N=96)

One in fivé Feépondents ;epdrféd rééei;{hé infbrmétibn on the plan during
fhe six months.prior to the surVéy. The percéntage of workers rebdfting re;
ceiVingAinfqrMation'on available eduqation and training during the same:peridd
was somewhat higher; one in three w?rkers 1ﬁdicated that they had received such
information. |
* Only réspondent§ wﬁo indicated familiarity with the tuition-aid plan were re-

- quired to answer survey ques. 8 & 10-13. Responses to these ques. are shown in

Q able 5 & 7-10. This accounts for "N" in these E§§Jes being a much smaller number
[fRJ}:‘ than the total survey population (100 workers). 97 § : .




| TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN?

1. Yes 35.5%
2. No - '6.6%
3, Don't know . 8§7.9%
L S (N=76)

- 3

T —

A majority of the workers (57.9%) reSponding to this question d1d not know
whether they were eligible to take a course under the. plan. Tyirty-five and
one half percent (35.5%) felt that theywere _e'1'lg'lb1e to participate under the.

. plan. | .

fABLE-S} DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER YOUR TUITION-
, ~ AID PLAN?

o 39.9%
> ﬁﬁs 69.1%
(N=68)

More than_two out-of>threé.ré§pondents (69.1%) indicated that fhe} ﬁid not

know how to request épprova1 for a course dnder the plan.

TABLE-9:— uHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL TO AN
~APPLICATION FOR TUITION-AID BENEFITS?

, _ ‘Don't
| Yes < No - know N

- a. Employee's immediate supervisor =~ 52.4. 14,3 33.3 63
b. Supervisor of education & training 25.9 22.4 5.7 58
c. Personnel department 33.3 20.0 46.7 60--
d. Joint or union education committee 14.0. 35.1 50.9 57
e. The educational institution ' ‘

- offering the course ' ' 20.7 34.5 44.8 58
~ f. Other company or union _represen-

tative - _ 53 4.4 474 57



Over half of the respondents felt that the approval of the immediate'super-
visor is necessary to take a course. Thirty three point three percent (33.3%)
felt thet personne] depqrtment .-approva] is needed The large number of
"Don't know" responses 1nd1cates a lack of understanding on the part of the

emp]oyees, regarding app]ication procedures.

-~

TABLE 10: THERE ARE A LOT OF REASONS WHY PEOPLE MAY. NOT- USE THEIR TUITION- AID |
BENEFITS DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

Yes, No,
it is a problem it is not a problem N

a. Too much red tape in ‘
applying for and getting ‘ .
approval for education or '
training 24.6 - 75.4 61
b. Education progfams I want ' _ ‘ B
to take are not covered -
under the tuition-aid plan 12.5 87.5 . 56
" c. Educational institutions I'
want to. go to are not cover-
ed under the plan 17.5 82.5 57
d. I do not have adequate in-
: formation about the tuition-

aid plan 65.6 4.4 64
e. Not enough of the costs are ‘ A
covered under the plan - 31.6 68.4 57

f. I am not able to pay in
. advance, even though I will

be reimbursed - 41.7 - 58.3 60
g. I am not wi]]ing to pay in X
~advance . 21.4 78.6 56

Lack of 1nformation st—the sing]e nost cdmmdnly reported problem among re=

spondents (65.6%). Other factors.also reported as significant are problems with
red tape in the application prbcess (24.6%) and problems with financing education
(21. 4%-41. 7%:depend1ng on the specific question) Inabi]ity to pay educational

- expenses in advance was cited by 41.7% of the respondents as a problem. -
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PART B: PARTICIPATION IN EDUCATION AND TRAINING

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM IN
' " " THE LAST TWO (2) YEARS? o

Education Program

1. Yes  40.4%
2. No 59.6% 2. No 73.6%
(N=94) ! (N=91)

Over 40% of the respondents said that they had participated 1h a §o1untary

Training#?rogram'
1. Yes 26.4%

education program'during the two years prior to the survey. A1though reported
participation in voluntary training was lower, still 26.4% indicated that they
had participated in training activities within this time period.

_ TABLE 12: HAVE YOU PARTICIPATED IN A VOLUNTARY:EDUCATION OR TRAINING PROGRAM -
IN THE PAST SIX (6) MONTHS?
, N ,

Educétion Program Training-Program

1. Yes 41.8%

EE T T Y

1. Yes 40.0%
2. No 58.2% 2. No "~ 60.0%
(N=55) : (N=50)

L . ) [ ; ‘ o -
As noted from Table 12, dvgr 41% of the respondents said that they had partici-
pated in a voluntary education program in-the six months prior to the survey. Par-

ticipation in voluntary training during this period was about the same at 40%.

TABLE 13: WHY DID YOU PARTICIPATE IN THE EDUCATION OR TRAINING PROGRAM?

Reason = ) , ; Yes . No N ;
a. To get a degree, diploma, or . :
‘ certificate o ‘ 76.6 23.4 47
b. To upgrade skills for present job 52.0. 48.0 50 - ;
c. For a different job ° 52.0 48.0 50 ‘ /
d. For career advancement L 82.0 18.0 50 /
e. For better wages : : 68.0 32.0 50 ./
f. To prépare for retirement 24.5 75.5 49 //
_ g. .For leisure timeé pursuits - 27.1 72.9 48 /
h. For general knowledge - -90.2 . 9.8 51 /
4. For parenting skills - - 28.6 71.4 49_ //
j. For religious pursuits 14.6 .85.4 48
. k. To be a better union member 9.1 90.9 44 //A}
3 J/ o

gt
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» Respondents to this question indichted that ‘they participated in voluntary
: education or training to (in close order):

® increase their. general knowledge;

® advance in their careers; . ~ _
~® get a degree, diploma or certificate; and - ’
e qualify for higher wages

Reasons for participation cited least frequently were:

'@ to be a better union member
o for religious pursuits

o to prepare for retirement -
o for leisure time pursuits

“TABLE 14: PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY PUTTING
' THE LETTER OF THE REASON FROM- QUESTION 16 IN THE SPACES- BELOW.

- Ist 2nd 3rd
Choice Choice Choice

a. To get a degree, dfploma or .

certificate 3]'7, 16.7 7.9
'b. To upgrade skills for present job 12.2 9.5 ~ . 7.7
c. For a different job 2.4 - 4.8 15.4 -
d. For career advancement 31.7 23.8 10.2
e. For better wages 4.9 1.9 25.6
f. To prepare for retirement 0.0 2.4 0.0 -
g. For leisure time pursuits 4,9 4.8 0.0
h. For general knowledge 9.8 23.8. 20.5
i. For parenting skills 0.0 2.4 0.0
J. For religious pursuits 2.4 0.0 2.5
k. To be a better union member 0.0 0.0 0.0
1. Other (please specify) 0.0 0.0 - 0.0

Reasons for participation most frequently indicated by respondents to this

quest*onnaire

Ist Choice - To get a degree, diploma or certificate and for career advance-
ment. . : | . | n

-2nd Choice - For career advancement and for generel knonledge.

3rd Choice - For better wages and for general knowlque

Reasons least frequently indicated overall were: to be a better union member,
to prepare for}retirement. for parenting skills and for religious pursuits.

|

}

Q . . - & 57() |




TABLE 15: IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM, PLEASE
INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION YOU RECEIVED.

“ ' Very | " Not _ Very
_ Satisfied Satisfied Satisfied Dissatisfied N

a. Private voca-

tional/technical ,

or business : -

school 25.0 58.3 16.7 00.0 12

. b. Publicevoca-
: tional/technical -

or business school -50.0 37.5 12.5 00.0 8
c. 4-year college/ .

university - 36.4 " 45.5 ~ 18.2 00.0 1
d. Community college = 36.7 - 60.0 3.3 00.0 30
e. Company/union run - , : '

schools or courses 25.0 65.0 10.0- 00.0 20
f. High school 17.2 72.4 10.3 00.0 29

- g. Registered appren- o ,

ticeship , 66.7 00.0 33.3° 00.0 3
h. Correspondence . :

school 11.1 -~ 55.6 33.3 00.0 9

i. Comunity. or social ,
* organization such . o )
as YMCA or church 45.5 45.5 9.1 00.0 - Ti

Respondents reported general satisfaction with most education and training
they had received. The most used sources of education and training were community
colleges (30 respondents), high school programs (29 respondents) and company/

\ o .
union run schools or courses (20 respondents).

16: PLEASE INDICATE WHICH OF THE. FOLLOWING PAID FOR THE EDUCATION OR ——— -~
TARLE ! TRAINING YOU RECEIVED. -

- : Yes No u
a. You ' ' 76.6 . 23.4 .47
b. Union ~ N 100.0 00.0 35

,c..Company -- under tuition-aid plan 13.9  ~ 86.1 36

: mpany -~ hot under tuition-aid
d- g?aﬁ d 37. 5 - 62.5 40

e. Government (veteran's benefits, : .
federal loan/grant). 30.6 69.4 36

Q © ' S 351 A . E
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For those\workers_responding, the most common sources of financial assis-
-tance for educétion and training were reported to be the worker and the union.

The least common source reportedly was the company, under the tuition-aid plan.

- TABLE 17: IF YqU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY HOW

LONG ID IT TAKE YOU ‘TO RECEIVE APPROVAL TO TAKE THE EDUCATION OR
TRAINING? -
a. Less than one (1) week. 8.3%
b. 1 week—— - 25.0%
C. 2-weeks ' 41.7% -
d. 3 weeks ' 8.3%
e. 4 or more weeks 16.7%

(N=12)
‘ For most wor:ers who participated under the tuition-aid plan, 1t took two

or less weeks to receive approval to take the education or training.

. . . -
// u
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" PART C: _EDUCATIONAL OPPORTUNITIES'

TABLE 18: PLEASE INDICATE THE IMPORTANCE TO.YOU PERSONALLY OF EACH OF THE FOLLOWING
POSSIBLE USES OF FURTHER EDUCATION AND TRAINING

v Not .
: Important Importdant N

~a. To complete an educational program- - '
for a diploma, certificate, or ' :
78.7 94

- degree - ~21.3 :
b. To meet new people : 46.3 53.7 95
c. To become a more well-rounded -
"~ -person . 14.6 85.4 96
d. For socfal skills 32.6 67.4 95
e. To improve job performance 13.5 86.5 96
f. To learn skills or hobbies 50.5_ 49.5 97
g. To be a better union member 81.9 - ‘18.1 94
h. To improve my ability to read, write, .
speak, and do math - 21.9 78.1 96
i. To be.a better parent 41,5 58.5 9
J. To get a promotion 21.3 78.7 9%
k. To improve family 1ife : 26.0 74.0 96
1. To prepare for another job or career 18.6 81.4 97
m. To better understand community issues 32.3 67.7 .96
" n. To learn more (knowledge for the sake ‘ .
- of knowledge) 9.2 90.8 98
0. To become a better worker 12.4 87.6 97
p. To prepare for retirement - 36.8 - 63.2 95

~ The four most important uses of further education and training repgrted_were:

become a better worker,
j

more well-rounded person.

to learn more (kndwledge for the sake of knowledge)

to 1mpr6ve Jjob ‘performance, and to beco

Ya
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TABLE 19: WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN YOUR

LOCAL AREA?
o ' MJM__ R
“a. Private, vocational technical ‘
or business schools 68.0 00.0 32.0 97
b. - Public vocational, technical or '
business schools - 74.5 - 2.0 24.5 98
- C. 4-year college/university . 81.4 6.2 12.4 97
d. Community.college - 86.9 09.0 13.1 99
e. High school 88.7 2.1 2.3 97
f. Company~-run schools or courses - 49.5 11.3 3v.2 97 .
g. Union=run schools or courses ’ 9.3 24.7 ' 66.0 ‘97
‘h. On-the-job training . 70.1 7.2 22.7 97
i. Correspondence school . - 50.1 5.1 44.4 99
J. Community or social organization i ' -
such-as YMCA or church. 69.4 8.2 22. 4 -

Respondents reported the most widely available education programs to be
high schools. community colleges," and,four-year colleges and universities.. Those -

reported to be feast available were union and company-run schools or courses. Respon-
_dents reported that they did not know about the availability of. Courses, correspon-

dence’ schools, and private, vocational techn1ca1 or business schools

TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL-PROGRAMS?

Preference

a. Private vocational, technicai ' ;

or business ‘schools ' 35.8 64.2 95
b. Public vocational, technical or '

business schools _ 61.7 38.3 94
C. 4-year -college/university . 69.1 30.9 94
d. Community college 81.1 18.9 95
e. High school . 48.4 - '51.6 93
f. Company-run schools or courses 78.5 21.5 93
g. Union-run schools or courses - 42.9 57.1 91
h. On-the-job training 90.3 9.7 93
i. Correspondence school d 44 .4 55.6 . 90
J. Community or social organization

such as YMCA or church 45.7 54.3 92
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The preferred-educatione] programs identified by respondents were: on-the-
“job training, community colleges, and company-run.schools-or courses. The least
preferreo programs were private vocationa], technical or L._siness schools. unior-

run schools or courses, and correspondence schools.

TABLE 21: IN WHICH OF THE FOLLOWING PLACES ARE: EDUCATIONAL PROGRAMS CURRENTLY )

AVAILABLE?

Avai]ab]e o
. o Yes No Don't know N
2. Work site - 34.4 25.0 40.6 . 96
b. Union hall . 7.2 15.5 77.3. 97
" ¢. Education institution 69.4 3.1 27.6 98

d. Community organization (YMCA _
.. church, etc. ? f , 46.9 2.1. 51.0 96
e. Library " 34,4 5.2 60.4 - 96
f. At my p]ace of residence - 22.3 56.4 2%.3 _ - 94

-
s

The two places most frequently cited as providing edurational programs were
education institutions and community organizations. Those least frequently cited
were t.e union ha]] and the emp]oyee S home. Respondents most frequently reported

that they did not know about the availability of the union hall and 11brar1es

TABLE 22: AVAILABLE OR -NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION OF EDUCA-
T TIONAL PROGRAMS?

- Preference
- o Yes No N

a. Work site 72.6 27.4 95 -

b. Union hall - : . 14.1 85.9 92

¢. Education institution : 85,9 14.1 99

d. Community organization (YMCA, / | _

- church, etc.?' ‘ : ; 48.9: 51.1 - 92
~e. Library . 62.4 37.6 93

f

PN

. At my place of residence’ . 46.7 53.3 92
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éducatjon institutions and the work site are the two most preferfed loca-

tions for educational programs. The union hall and the worker's home were the

léast preferred.

TABLE 23: WHICH METHODS 0F‘LE§RNIN§ ARE CURRENTLY AVAILABLE?

.Availabie S
 Yes No Don't know N
a. Lectures or classes : 60.2 7.1 32.7 . 98
b. Workshops or conferences 52.0 8.2 39.8 v 98
¢. Correspondence courses 56.1 6.1 37.8 98
d. Television or video cassettes 62.9 11.3 25.8 97
e. Radio, records, or audio cas- .

- - settes 44.3 13.4 42.3 97
f. Informal discussion groups 43.9 14.3 41.8 - - 98
g. Private individual 1nstruction - 37.2 14.4 48.5 97
h. On-the-job training 77.8 6.1 16.2 99
i. Computer-assisted instruction 18.6 14.4 67.0 _ 97
J. On my own : 79.4 10.2 - 10.3 97

| Learning on their own, on-the-job training, and TV and video cassettes were
reported to be the three most available methods of learning.. The least ava11ab1e

methods were reported to be computer assisted instruction, private 1nd1v1dua1

instruction, and 1nforma1 discussion groups.

" TABLE 24: AVAILABLE OR NOT WHAT IS YOUR PREFERENCE FOR METHODS OF I.EARNING?

- Preference ‘

( Yes N0 N
a. Lectures or classes 81.6 18.4 . 98
b. Workshops -or conferences 84.7 15.3 9E
c. Correspondence courses 39.6 60.4 96
d. Television or video cassettes 5¢.7 43.3 . 97

e. Radio, records;-or-audio.cas-

settes 45.3 54.7 95

f. Informal discussion groups "~ 75.5 24.5 98 -
g. Private individual instruction 66.0 34.0 97
- h. On-the-jobL training 97.0 3.0 99
i. Computer-assisted instruction 40.0 60.0 95
J. On my own 74.2 25.8 97

m
==
o
C
[
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On-the-job training, followed by workshops or conferences, followed by
lectures-or classes were reported to be the preferred methods of learning faor
more than 80% of the workers. Those 1éast-préferred-were correspondence courses,

computer assisted instruction and radio, records or audio cassettes.

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM, IS
THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?

Yes ' No Response N

Fellow workers . 59.0 41.0 100~

a.
b. Supervisory or company admini-

stgat1ve ersonnel 37.C 63.0 100
c. Family members 26.0 - 74.0 100
d. Anyone interested in the program 74.0 26.0 100
e. No preference 25.0 75.0 100

About 3/4 of the workers indicated that they are wi]]ihg to participate in

an education or training program with anyone interested in the program.

TABLE 26: IS THERE ANY AGE GROUPVYOU WOULD PREFER TO BE IN THE PROGRAM WITH YOU?

Yes No Response . N
a. People who are my own age 29.0 71.0 100
b. People who are younger than I am 10.0 90.0 100
c. People who are older than I am 15.0 85.0 100
d. Any age group - age does not ‘
matter 82.0 18.0 100

The vast majority (82%) of workers indicated that age was un1mportant 1n the1r

preferences for fel]ow learners.
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PART P: INFORMATION AND ADVICE

El

BLZ 27: HOW DID YOU RECEIVE INFORMATION N THE LAST SIX MONTHS ABOUT YOUR
TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?

- : Tuition- Education

Methods ‘ aid Plan & Training
‘a. Employee handbook 23.0 22.0
: b. Handouts to employees - 9.0 16.0.
' ¢. Mailings to home 10.0 21.0
d. Bulletin board notices 17.0 14.0

e. In company newspapers or

newsletters 20.0 25.0
f. In union newspeper 3.0 6.0
- g. At union meetings- 1.0 2.0
h. At company meetings 4.0 ) 4.0
i. From counselor or adviser 6.0 / 5.0
j. From co-workers 22.0 // / 20.0
k. From supervisors 25.0. Vo 23.0
1. From v1ion represencatives 2.0 7/ 2.0
m. Education catalogues or notices 14.0 12.0

The sourées of information most commonly cited/b§.re$pondents were‘super-
visors, ;he employee handbook, co-workers and co?ﬁ;nyfhewSpaper or newsletters.
The Tleast frequently cited information sourgeg/éere union representatives,
union meetings br the union newspaper, compéﬁ; meetings, and counse]ors/advisbréf

Relative to both the TA plah and equéd%ion and trafuing, a maximum of
25 employees (one quarter the total number surveyed) reported receiving infor- °

mation through any one source,
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LE 28: OF THE ﬂ_THQDS 1 ISTEN RELOW, PLEASE INDICATE THE THREE METHODS
: ' THAT YOU FIND MOST HELPFUL.

/ . : 1st 2nd 3rd
: /" Methods €hoice  Choice Choice Totals
\\\\ a. Employee handbook 19.7 7.2 11.2 ?g.g
N b. Handouts to employees 2f8 4ﬁ3 ?.6 47.3
AN c. Mailings to home _ 25.4 20.3 .7 .
. d. Bulletin board notices 1.4 14.5 9. 25.6
' . In company .. sspapers or :
) ngwslegtéis p‘p - 11.3 - 14.5 - 14.5 40.3
f. ln union newspaper 0.0 1.5 ?.2 ;.]
g. At union meetings 0.0 1.5 .8 ]0.5
h. At company meatings 1.4 4.3 4. .5.
i. Frow counselor or adviser 5.6 4.3 1.6 11.5
j. From co: workers 4.2 7.2 ]?1; ' ﬁé.l
k. From sugervisors 21.1 16.0 . 8.4
1. From union representatives . 0.0 - 0.0 1.6 .
talogues or :
- 522$2§1°“ caratod | 7.0 4.3 19.4 30.7

(N=T1) (N=69)  (N=62)

0f the choices offered, mailings to home was the only method identified by
a majority of respondents as being helpful. It was followed by Supervisors and
company-newspabers or newsletters. Thehmethods,least'frequent1y identified as

- helpful were union representatives, union meetings and the union newspaper.

TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION-AID
APLAN, FROM WHOM WOULD YOU LIKE TO GET IT?

No &
"Yes No Response N
1. Co-workers ~ - 12.1 87.2 100
2. Sapervisor 69.7 30.3 100
3. Uniun rep-esentative 12.1 87.9 100
4. Company representativé 47.5 52.5 100

Respundents most frequently cited superviéors (69.7%) and company represen-
tativés (47.5%) as preferred sources of informatiun on tuition-aid. Co-workers

and union representatives were .Ch less frequently identifieu as preferred

sources (12.1% each).

S9
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 VABLE 30: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO CANI
PROVIDE ADVICE OR INFORMATION ABOUT EDUCATION AND CAREERS? *

.

_ Company | Union
1. Yes 31.6% 1. Yes 13.7%
2. No : 5.1% - 2. No 7.4%
3. Don't know 63.3% 3. Don't know 78.9%
(N=98) , (N=95)

About one-third of the respondents indicated.thgﬁ there i§'a~designated
person in theicompany who can provide advice/informatidn on education and'careefs.
. About one out of seven respondents reported that their union has designated such
“an individual. - A majority of the réspondents do not know whether there are.com4
pany or union representatives who are designated to.brovide this type of assis;

tance.

TABLE 31: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU

WITH YOUR EDUCATION OR CAREER PLANNING? i
" 1. Yes - 31.4%
2. No 68.6%
(N=27)

A majority of the workers responding to this question indicated that they

had not seen this individual in the two years prior to the survey. -

2: IN THE LAST SIX‘MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU
TABLE 3 "~ WITH YOUR EDUCATION -OR CAREER PLANNING?

1. Yes 37.0%
2. No 63.0%
(N=27)

0f the 27 respondents to this question, slightly more than one-third had
consulted this individual for help in education or career planning within the

six months prior to the surVey.

*Only respondents who indicated knowledge of such a designated individual in Table 30
and consultation of that individual in Table 31 were requested to answer survey
questfons 35 & 36. Responses to these questions are shown in Tables 31-33. This
accounts for “N" in these tables being a much smaller number than the total surveyed

‘population (100 workers).

A 869




TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL OR HELPFUL?

1. Yes, very useful 20.0%
2. Somewhat useful 33.3%
3. No, not useful "46.7%

. (N=15)

0f the fifteen respondents who indicated that they héd seen a counselor or
advisor, eight reported the meeting as "somewhat" or "very"useful. Seven found

the meeting nc: to be useful.

TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDUCATIONAL
OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

1. Yes, definitely 68.4%

2. Maybe - , 28.6%
3. No - R 3.1%
) . §N=98)

N

A\majorﬁty (68.4%) of the respondents indicated that they would consult with

counse]ors/advisors if they were available, regarding education or career ﬁ]ans..



- 20 -

PART E: INCENTIVES

TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL EDUCATION
' OR_TRAINING?

1. Yes 57.6%
2. No 22.2%
3. Don't know 20.2%

(N=99)

A majority (57.6%) of the respondents felt that the company does encourage'
employees- to seek additional education or tralning. About cne worker in five
felt that the company does not so encourage its emp10yees and another one in

five doesn' t know.

TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION-AID BENEFITS?

1. Yes 25.3%
2. No 25.3%
3. Don't know 49.4%

: (N=99)

About one“in four employees'sonveyed felt that the company encourages employees
to ﬁse‘tuition-aid. An equal number (one in four) feit that the company does not
encourage employees to use the benefit. Nearly half of the employees surveyed

didn't know whether the company encourages the use of the benerit.

TABLE 37: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL EDUCATION
' OR TRAINING?

1. Yes 14.1%

2. No 19.2%
3. Don't know 66.7%
(N=99)

About one in seven surveyed workers felt that the union encourages members
to seek additional education or training. One in five did not. Two-thirds of

the respondents didn't know.
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TABLE 38: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION-AID BENEFITS?

1. Yes - : 6.1%
2. No 17.2%
3. Don't know 76.8%
' (N-99)

Six point‘ohe percent (6.1%) of the workers surveyed felt that the union en-

courages its members to use tuition-aid. Over three-fourths cf the respondents

didn't know.

TABLE 39: HAVE ANY OF“THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION-AID
BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition-Aid Benefit  Education or Training

- Yes Mo N Yes Mo N
a. Supervisor 23.7% .76.3% 93 34.4% 65.6% 93
b. Fellow workers 21.1% 78.9% 95 27.2% 72.8% 92
c. Shop steward(s) 1.1% 98.9% 87 3.6% 96.4% 84
d. Union leaders 7.6% 92.4% 92 8.0% 92.0% 87

- e. Friends outside of
of work 29.7% 70.3% 091 46.7% 53.3% 90

Fewer th&n one in three workers reported receiving encouragement froa any
source to use tuition-aid. Of those who did receive encours ... friends
outside of work followed by supervisors and fellow WOrkeré wee the most fre-
quently mentioned sources. Shop stewards and union leadc « werc Lti- least
frequently mentioned. Regarding education and training g?nﬁraliy, a‘higher

_jpgoportion of the workers\reported receiving some encourag>mant. ~ .milarly,
| jféfendg outs%&e of work, sﬁpervisors and fellow workers wei - i*. most frequently

cited sources of encouragement.
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TABLE 40: 00 YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE ADDITIONAL

EUULAILUN OR TRAINING UR 10 USE TUITIGN-AID BENEFiiS?

Incentive Yes No N

- a. Letter of commendation 82.1% 17.9% <+
~ b. Special events held. honoring
students - ' 49, 5% 50.52 95
c. Financial bonus 89.6% 10.4% 96
d. Consideration in career develop-
ment reviews ' 93.8% 6.c4 97
e. Wage increase . 90.8% = 9.y 98
f. Publicity for participating 39.4% 62.5% 9%
g. Additional job responsibilities 81.9% 18.1% 94
‘ h. Promotion or new job 97.9% 2'% 95

- Respondents to this question indicated that the above ircantives (with. the
exceptioh of "publicity for participation" and "special event, honoring students")
could encourage employees to take additional education or training or to usz

tuition-aid benefits.

RIC -~ | .;
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PART F: FACTORS AFFEETING PARTICIPATION

'TABLE 41:

THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER EDUCATION
OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

a. Education & Training
Programs

Yes,

No,

® The education or training -pro-
grams I want to take are not
offered

- @ Scheduling of education offer-

ings are not convenient for me

® Programs are held far from me

® I do not have transportation to
get to programs -

® Programs held in the evening are
unsafe for me to go to

b; Information & Advice

® I don't have adequate infor-
mation about courses that are
available

® I do not have adequate informa-
tion about what education in-
stitutions are available

® I do not have adequate advice or

counseling about available courses

and whether I am qualified to
take them

® I do not have adequate advice or-

counseling about available edu-
cational institutions

® I do not have adequate advice
or counseling about my career
opportunities .-

c. Personal & Family

® I don't want to take courses on
my own time '

® I cannot afford child care or
make arrangements for child care

® I don't think I cou]d pass the
course

® I don't have enough free time
because of fami]y responsibili-
ties

® My work is too hard and I am too
tired to take courses -

w\‘
Yy
Cit

15.5
34.0
24.7

4.1

18.6

61.2

55.6

n.7
64.6
66.7

19.0
6.1

6.0

27.1
8.2

it is a problem it is not a problem N

84.5 97

66.0 97
75.3 97
95.9 98
81.4 97
38.8 98
4.4 9
28.3 A)

| /

35.4 / 99 -
33.3 99

;4 0 100

/93.9 99

S 9ab . 100
729 %
91.8 97
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. Yes’ . . NO! .
it is a probiem it is not a problem ‘N

® My work schedule can not_be
rearranged to take time off to

attend an educational program 23.2 76.8 95
e Educational programs would take ~ | | _ |
too  long for me to complete 13.1 : . - 86.9 99
o My spouse, (wife or husband) . -
" doesn't want me to . 2.1 : 97.9 97
® My children don' t want me to 1.1 ' 98.9 . - 94

d. General ‘ - ' o

e I don't think I would get promoted -
or get a better job even 1f I took '
some education 25.5". ‘ 74.5 98

e Favoritism in who gets approval .28.9 - 70.1 97
o If I take a course, my company
may think I lack a skill - 3.1 o 96.9 98

Overall, factors relating to 1nformat1on‘and advice were the most serious

. problems identified by the workers affecting theiv decisions about whether or not to

participate in education or training. The second most important group of factors. and
though much less prominent, pertained to the education and training programs avail-
able to employees. .

A majority of workers indicated as problems (in rank order) inadequate counsel-
1ng.about available courses, 1hadequate coonseling about career opportunities, inade-
© quate counseling about available educational institutions, inadequate information about
available courses, and 1nadequate‘1nformation about educational-institutions. ‘

The next most freqnently cited problem was the convenient scheduling of
~education offerings whicﬁ:was citeo-by’about one in three respondents. “Favori-
tism in who gets approved" was mentioned as a problem by about 30% of the workers
- responding. Of the famify and personal factors only one posed a problem for more

than one in four respondents and that was inadequate free time because of family

responsib111t1es
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TABLE 42: DO YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR TRAINING?

1. Yes, definitely : 54.0% -
2. Yes,-probably 42.0%
' 3. No - , 4.0%
\ . : ~ (N=96)

A majority of the (espondents indicated a definite desire to bursue educa-"

* tion or training. ?our percent indicated that: they do not want further educa-

tion or training.

TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?

1. Yes, definitely 54.0%
2. Yes, probably 0.0%
3. No . 6.0%

(N=94)

~

A majority of the respondents indicated a definite need on their part'fdf

further education and training Six percent indicated that they do not feel this
need.

’ .

TABLE 44: DU YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE NEXT THWO-

(2) YEARS? - ,
1. Yes, definitely. - 39.8%
2. Yes, probably . 39.8%

3. No 20.4%
: (N=98)

Approximately 40% of the respondents ipdicated that they definitely inténd ‘
to cohtinue their education or training in the two years after the ﬁurvey. An
additional 40% indicated thﬁt they probably would. Abouf one in five said that
they did not intend to d; so.
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TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE NEXT
TWO (2) YEARS? - -

1. Yes, definitely 27.7%

.2. Yes, probably 29.8%
3. No 42.6%
(N=94)

| About one in four respondents aﬁticipated definitely using tuition-aid
durihg the two>years after the survey. An additional 30% indicated that they
will Tikely make use of the benefits.llApproximateiy 43% of the respondents did
not intend to take advantage of tuitionfaid during that time period.
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"TABLE 46: WHAT IS YOUR SEX? N
' 1. Male - 45.5%

2. Female- '54.5%
— o (N=92)
TABLE 47: HOW OLD ARE YOU?
1. Under 25 - 34.1% ' /
2. 25-34 . 38.4% /
3. 35-44 13.1% /
4. 45-54 8.1%
5. 55 and over 6.1% . //
(N=99) , /

About three-fourths of the workers surveyed were less than 35 years old.

TABLE 48: WHAT IS YOUR RACIAL BACKGROUND?
. Black 14.3%

1
‘ 2. White 81.3%
A 3. American Indian/
Alaskan Native 2.2% .
4. Asian or : ' .
Pacific Islander 2.2%

(N=91)

TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?
1. Yes 26.1%

2. No |, 73.9%
K (N=88)

About 26% of tﬁe workers surveyed were of Hispanic ethnic heritage.

329
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TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS? i

1. Single, never married . 21.4%
2. Married inot separated) 61.2%
3. Married- (separated) 4.1%
4, Widowed . 1.0%
5. Divorced - 12.2%

, "~ (N=98)

The majority of r-éspondents weremarried. One in five wassingle. One in

eight was divor;ced. About oné in 25 was separated.

TABLE 51: HOW MANY DEPFNDENTS ARE CURRENTLY LIVING WITH You?

# of Dependents Children Others
0 14 24.6%2 16 (57.1%)
1 16 {28.1% 11 (39.3%
2 18 (31.6% 1 3.6%2
3 "3 ( 5.3%) 0 (00.0%
4- 2 2 8.8%) 0 00.0%;
5+ 1 1.8%) 0 (00.0%

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Year

1905.
1908.
1944,
1946.
1947.
1951.
1952.
1954.
1957,
1960.
1962.
1964.
1965,
1967.
1968.
1969.
1970.
1971.
1973.
1974.

Relative Adjusted
Absolute freq freq
freq (%) (%)
1 1.0 1.8
1 LN 1.8
1 1.3 1.8
1 1.0 1.8
1 1.0 1.8
1 1.0 1.8
1 1.0 1.8
1 1.0 1.8
1 1.0 1.8
2 2.0 3.5
4 4.0 7.0
1 1.0 1.8
1 1.0 1.8
4 -4.0 7.0
4 4.0 7.0
2 2.0 3.5
3 3.0 5.3
8 8.0 14.0
4 4.0 7.0
2 2.0 3.5
R} €) ry
d.'G

(2]
c
3

freq

§

*
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Absolute

Year  _freg
1975. 5
1976. 1
1977. 2

- 1978. 2
1979. 3
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!

_Relative

freq

)

whN—O,
[ ] L] L] L] L]
00000

Adjusted . Cum
freq freq
(%) (%)
8.8 86.0°
1.8 87.7
3.5 91.2
3.5 94.7

5.3 100.0

0f the respondents thh’children, one half had children under ten at the

time of the survey.

TABLE 53:

[ I = -

. Associate degree

M

-

Some high school or less

High school diploma or GED
Some co11ege, but no associate
or bachelor's degree

. Bachelor's degree or higher

WHAT IS THE HIGHEST LEVEL OF EDUCATION You HAVE ATTAINED?

7.1%
29.3%

' 46.5%

14.1%
- 3.0%
(N=99)

A'majority of the respondents had mcre than a high school or GED education.

_Neariy half reported some college, without a degree.

Percentages of respondents '

with less than a high school d?ploma and a bachélcrs' degree or higher were

small, 7.1% and 3% respectively.

TABLE 54:

Absoiute

Year - freq

1937. 2

1940. 2

1941. 1

1942, 3

1946. 2

1947. 1

1948. 1

' . 1950. 1
- 1954, -1
T 1955, 1

1959. 1

1961. 3

IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

Relative
freg

U ) I

W et et e e DD = N —
L] L L] L] L] . L] L] L] L] [ ] 3

Adjusted Cum
freg freg
(%) (%)
1.0 1.0
2.1 3.1
1.0 4.1
3.1 7.2
2.1 9.3
1.0 10.3
1.0 11.3
1.0 12.4
1.0 13.4
1.0 14.4
1.0 15.5
3.1 18.6

/
/
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' Relative Adjusted Cum
Absolute T "eq freq freq
Year freq _ (%) (%) (%)
1962. 1 1.0 i.0 19.6
1963. 3 3.0 3.1 22.7
~1964. 1 1.0 1.0 23.7
| 1966. 1 1.0 1.0 24.7
‘ 1967. 2 2.0 2.1 26.8
; 1969. 2 2.0 2.1 28.9
J 1970. 7 7.0 7.2 36.1
1971, 4 4.0 4.1 - 40.2
‘ 1972. 6 6.0 6.2 46.4
1973. 5 5.0: . 5.2 51.5
1974, 4 3.0 4.1 5.7
1975. 6 6.0: 6.2 61.9
| 1976. 7 7.0 7.2 69.1"
‘ 1977. 13 13.0 13.4 82.5
1978. 8 8.0 8.2 90.7
1979. 9 9.0 9.3 100.0

Over half of the respondents attained their highest Tevel of education
- within the past seven years (since 1974), and three fourths did so within the

past twelve years (since 1967).

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE PROFESSIONAL
LICENSE OR JOURNEYMAN'S CERTIFICATE?

1. Yes 19.0%
2. No 81.0%
(N=99)

About one in .five respondents had a one-year certificate, trade license,

Drofessional license, or journevman's certificate.

TABLE 56: WHICH OF THE FOLLOWING BEST ‘DESCRIBES THE LOCATION OF THE PLACE
WHERE YOU LIVE?

|

a. Ruralior farm community 7.2%

b. Small town or village 12.4%
(less than 50,000 people ,

c. Medium-sized city or its suburbs 59.8%
(50,000-25,000 people)

d. Fairly large city or its suburbs 18.6%

~ (250,000-500,000 people)

e. Very large city or its suburbs 2.1%
(over 500 000 people) : ,

(N=97)
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A majority of the respondents 1ived in a medium sized city or its suburbs

(25,000-50,000 people).

TABLE 57: WHAT SHIFT DO YOU USUALLY WORK?

1. Day : 95.9%
2. Evening o 1.0%
3. Night 1.0%
4. Split 2.1%

Almost all of the respondents worked a day shift.. Only about 4% worked at

other times.

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO /OU WORK ON THIS JOB?

- 1. 01-19 hours 3.0%

- 2. 20-29 hours 0.0%
3. 30-39 hours - 4.0%

4. 40-49 hours 89.9%

5. 50-59 hours 1.0%

6. 60+ hours 2.0%

: (N=97)

About 90% of the respondents worked a 40 49 hour week on the job they held
at the time of the survey. Only seven percent worked fewer hours and three

percent worked 50 hours or longer. .

TABLE 59: WHAT IS YOUR PAY CATEGORY?
" 1. Hourly

98.0%
2. Salaried, but paid for overtime 2.0%
3. Salaried, not paid for overtime ( 0.0?.

N=99

Ninety-eight peréent of the respondentszwerq-hourly workers.
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TABLE 60: WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES
B - DURING 19782

. Less than $7,499 13.3%

1

2. $7,500 - $9,999 23.5%
3. $10,000 - $12,499 20.4%
4. $12,500 - $14,999 9.2%
‘5. $15,000 - $17,499 15.3%
6. $17,500 - $19,999 - 6.1%
7. $20,000 - $22,499 ©4.1%
8. $22,500 or more . - 8.2%

About. one-third (33.7%) of the respondents reported an annual income of $15,G00 of
more. S'ightly more than one-third (36.8%) of the respondents reported incomes

less than $10,000. : -
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THE WORKER EDUCATION AND TRAINING STUDY

RESULTS OF THE SECOND SURVEY ADMINISTRATION AND SELECT COMPARISONS
@ WITH FIRST SURVEY RESULTS
MODEL I (California)




- - - e e e o —— - e . .. . . .

\ P\RT A: GENERAL INFORMATION

Table 1l: How long have you been emﬁl‘oyed in this company on . -~
a continuous basis? . l ' ‘

Less than 1 Year I A 4

1-5 Years S . 45%

6-10 Years . . - 18%

11-15 Years . 177

16-20 Years 3%

21~-25 Years: 5% '

Nore than 25 Years A . - 37
) . N =98

Table 2: How long have you held your current job or position
-n thils company?

. —

Less than 1 Year i ‘ 267 -

1-5 Years: , ‘ ' 577

6-10 Years ' ' : . .5%

11-15 Years ' : ‘ 7% -

16-20 Years ' 17 ‘

21-25 Years o &7 - _ : .
More than 25 Years . 0% o A c

N = 101" S

Table 3: How use;.ul have the following becn for vour current
job? .

Ver} Somerhat Not Very . Does Not N

_ o Useful Useful "Useful ~Useless " Apply
High school 9.5 35.4 7.1 2.0 6.1 99
éducation . " - L
Previous job 39.8 274 153 5.1 17.3 . 98
experience.: _ L o
Vocational . 27.7  2£.3 9.6 3.2. 351 <4
education or - ~ ’

- training since
high school .

~ Academic or T 22,0 -23.1. 18.7 3.3 33.0 9
pProfessional ' - . )
education since _ ' .

: hlgh school : ' : ‘ 5

Most workers find their education or previous job expe*‘ len:e ]

very useful/somewhat useful for their current job. . -

3""6




Table &: Are yc- familiar with ‘the existencé of a tuition aid pla-
' where you work? ' —

..-._.'. - T]_ | Tg
1. Yes, very familiar 14.00  23.0 .
2. Yes, somewhat
familiar 45.0 61.0
3. Ho, mot familiar 41.0 16.0
’ (N=1.00 (N=100)

Only 167 of the workers surveyed : : Ty as opposed to 41.0%
at T1, indicated that they were not familiar with the tuition

aid plan.
selves very familiar with the plan.

147, of the workers at T; and 237 at T2 considered them-

‘o~

Table .5: If you answered yes to aguestion 7, do you know who
sponsors the program? »
1. Negotiated as part of company/union contract 23.7
2. Comnany sponsored . 71.1
3. Union sponsored 5.3
| (¥=76)

About 71% of the workers knew that the plaﬁ‘Was'a-:ompany—

sponsored program.

About 247 thought that the pl:n 1is negotiated

between the company and the union.  About 57 attribited the sponsor-

ship of the plan to the union.

In the last six nionths have you receivea information.

Table 6:

about, your tuition aid plan or about ecucation aad

training available to vou?

" Tuition-Aid Plan

4

non
Yes 20.0 72.5 - Yes
No 80.0

1 27.5 No
(N=95) (N=91) |

Education & Tr: ning -

I T2
32.2 52.3
'67.7 4 .7
N=96) (N=86)

_ 207% of the respondents at T} and 72.57 at T7 rev»orted P
receiving information on the tuition aid plan dur.ing the si: months
prior to the survey--a significant change between Tj and T2. The
percentage of Wworkers who reported receiving informatira on

available education and training during the six months prior

to the syrvey jumped from 32.3% at Tj
significant jump.

~to 52.37% at Tz—-algo a




‘Employee's immediate supervisor 36.

Table 7: Are you eligible to take a course under your tuition

aid plan? _ )
. . '
f L T T, |
Yes - . 35.5 .;52.2 .
No ' 6.6 ' 5.6
7.9 42.2

Don't Know = 57.9
L (NeT6)  (N=90) |

While the majority Of the workers responding to this
question at Tj did not know whether they were eligible to take
a course under the plan, the corresponding percentage was only
42.2 at T,. About 36% of the workers at T} and 527 at Ty indica-
ted that Ehey were eligible to participate/ under the plan.

"

P

-

. i b ; .
Table 8: - Do vou know how to ZTequest approval to take a course
under your tuition aid plan? |

n

oo
Yes 39.9 " 45.7

No .  69.1  54.3;
. (N=68) (N;9?)

The majority of respondents both i Tlfand T indicated
that they did not know how to request approval for a course under
the plan.. The percent of those who indicated that they know

how to request approval, increased fromf39.9 at T to 45.77% at
T2- ) ' ' i .

Table 9: What Officegé) or individuéiﬁs)mnust give formal .
approval to an application fgor tuition aicd enefits?
: i - K - ~Don't ‘
;Yes No Know N

6 23.2 40.2 82
Supervisor of education & training ;27.4 17.8 54.8 73
A | 38.0 13.9 48.1 79

6 34.3 56.2 73
5 23.3 56.2 73

Personnel department

Joint or union education committee

the course

The educational institution offering‘iéo.
j 5.4 37.8 '56.8 74

Other company or union represen-
tative C :



About 377% of the respoédents felt that the approval of
the immediate superviser is necessary to take a course. 38%
indicated that the approval of the personnel departr:nt was
needed. The large perce 1age of "don't know" responses indicates
a lack of understanding/;n the part of the employees rigarding
application procedures. '

Table 10: There are a/{ib of reasons why people may no: use
_ thefr tuition aid benefits. Do any of the fcuilowing

act as a problem for you? '

/

/

/ Yes, ‘ _ " No,

' it is a problem it is not a problem
Too much red tape /in \' EL 'Eg EL‘ )
applying for and getting —
approval for education or 24.6 22.1 75.4 77.9
training
Education programs I want
to take are not covered :
under the tuition aid 12.5 24.4 87.5 75.6 -

plan

Educational institutions _ |
I want to go to are not 17.5 14.6 82.5 85.4
covered under the plan S :

T do not hgve adequate

informatiop about the 65.6 41.9 34.4 @ 58.1
tuition aid plan )

ot enOfgﬂ of the costs - -
are covered under the 31.6 27.5 68.4 71.3
nlan ! :

I am not hble to payv in ’ :
advance, even thouvgh I 41.7 32.6 ' 58.3 67.4
will be reimbursed .

I am not willing to pay o .
in advarce . 21.4 . 18.2 | 78.F vl.2

At Tp, lack of information was the single factor the
majority of the employees reported as a problem. Although the
percentage dropped from 65.6% at T; to 41.9% at T3, the problem
of lack of information seems to constitute the méj@risroblem
at Tp. All of the other problems, except coverage of educational progrems

are lower at Tp than at' Ty.

39



period was reported to be 24.0%. |

A

Table 11: Have you participated in a voluntary education or
training program in the last two vears?

Education Program Training Program

oo ooz
Yes 40.4 36.4 Yes 26.4 28.7
No 59.6 63.6. No - .73.6° 71.3

(N=94) (N=99) (N=91) (N=94&)

Over 40% of the respondents at Ty and over 367 at T said
that they had participated in a voluntary education program
during the two years prior to the survey. Although reported
participation in voluntary training was lower, still 26.4% at
T, and 28.7% at T, indicated that they had participated in
training activiti&s during the two years' period.

Table 12: Have you participated in voluntér education or
training program in the past six months?

Education Program . Training Progfam'

Yes  29.1 Yes  24.0. »

No 70.9 o No . 76.0 3
(N=55) (N=50) !

Over 297% of the respondents said that they had participated
in a voluntary education program in the.six months prior tu i
the survey. Participation in voluntary training during the same

1
j

!
)
i
t

Table 13: Why did you participate in the education or training

program? : . .
Yes N - N
a. To get a degree, diploma or . 65.9 34.1 44
certificate : .
b. To upgrade skills for present job 55.8 44 .2 43
c. For a different job ; - 59.5 40.5 42
d. For career advancement 71.1 28.9 45
e. TFor becter wages . ' 46.7 53.3 45 .
"£. To prepare for retirement - 12.2 87.8 41
‘m. . For leisure time pursuits 38.1 61.9 42
h. For general knowledge - 88.6 - 1ll.4 44
i, For parenting skills 19.5 80.5 41
j. For religious puxsuits - 2.4 97.6 41
k. To be a better union member 4.9  95.1 41

w839
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Respondents to this question 1ndicated that they had parti-
- eipated .in voluntary ‘education or training programs (first 6
reasons in decreasing order):

. For general knowledge

For career advancement

To get a degree, diploma, or certificate
. . For a different job

‘To upgrade skills for present jaqb

. For .better wages :

LB WNH

Table 14: Please rank your reasons for participating in these
programs by putting the letter of the reason from
question 16 in the spaces below.

1st ~ 2nd 3rd
Choice Choice Choice
a. To get a degree, . 26.2 16.7 17.5
diploma, or certifi- ,
cate
b. . To upgrade skills for 14.3 - 4.8 7.5
present job : _
e For a different job 7.1 9.4 10.0
. d. For career advance- 26.2 21.4 17.5 -
, ment
. e. For better vages 2.4 - 14.3 15.0
-fvmwaoxprepere for retire- 0.0 0.0 2.5
- ment , '
g. . For leisure time : 7.1 4.8 10.0
pursuits
h. For general knowledgé 14.3  23.8 15.0
i. For parenting skills 2.4 2.4 5.0
j. For religious pursuits 0.0 2.4 0.0
k To be a better union 0.0 0.0 0.0
member :

Reasons for participation most frequently indlcated by
respondents to this questionnaire were:

D)
PR
hi
o
o ki
\
;




lst Choice: To get a degree, diploma or certificdte and . :
, for career advancgment. .

2nd Choice: For general knowlédge and to get a degree,
diploma, or certificate.

3rd Choice: Foxr career adVanéément,and to get a degree,
diploma, or certificate. ‘

Reasons least frequently indicated overall were: to pfe-
pare for retirement; to be a better union member; and for
religious pursuits. '

. .-

Table 15: If vou participated in an education or trainin ro- .
gram, please indicate how satisfied you were witE the
instruction you received.

i ——

Very "4 * Not Vefy
Satisified Satisified Satisfied Dissatisfied N

Private vocdtional/ 30.0 50.0 '10.0 10.0" 5
. technical or busi- ' -
ness school

Public vocational, 30.8 46.2 7.7 15.4
technical, or f
" business schoel |
4-year college/ 30.8 53.8 7.7 . 7.7 13
university - - .___«’/.-; ..“ - . P - - ‘o
Community 40.0 44.0 8.0 8.0 25
college - 7 .
Company/union run 25.0 0.0 = 15.0 . 10.0 . 20
z schools or courses " . | '
High School ~ ~ . 31.8  59.1 9.1 ' 0.0 22
Registered 0.0 - 75.0 0.0 25.0 &
apprenticeship ‘ : .
Correspondenc 4404 33.3 - ‘11.1 11.1. 9
school o o ' : '
Community or 35.7 57.1 0.0 7.1 14

social organization
such as YMCA or
church



v
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Respondénts reported general satisfaction with most education
and training they had received. . The most common sources of educa- -
tion and training were high school (90.9%), followed by community
college (847) and &4-year college/university (84.6%), as three ‘
most important ones.

.Table 16: Please indicate which of the following paid for the
education or training you received. '

"Yes (Tl) No;(Ii) Yes (TZ) No (T2)
You (self-paid) 76.6 23.4 86.1 13.9
Union : 100.0 0.0 - 4.0 96.0
Company--under tuition 13.9 86.1  31.0 69.0
aid plan 7 -
Company--not under 37.5 62.5 39.3 60.7
tuition aid plan »
Government (veteran's 30.6 69.4 '35.0 75.0
benefits, federal lcan ' '
or grant)

For those workers responding at T1 the most common Sources
of financial assistance for ‘education and training were reported
to be the workers themselves and the union; at. T the most
common sources were reported to be the workers themselves and

._the compary--not under the tuition ald plan. Uver 177 more workers

at T» than at T] received payment under the tuifion aid plan. /

Table 17: Tf you participated under your tuition aid plan, !
approximately how long did it take you to receive
approval to take the education or training?

Less than one week 15.2

| 1 week : 36.4

r 2 weeks '18.2

' 3 weeks 18.2

| 4 or more weeks ‘ ¢.1
(N=11) /

For most workers whn participated under the tuition aid
plan, it tidkbne week nr less to receive approval to take i
the education or training. :

| . .
| .
f N ’ N /
- :
| .



Table 18- Please indicar=s the im ortance to you personally of
_ each of the following possifle uses of furtHer

education and training.

9 | - - Not Important Important N

To complete an educational 23,0 77.0 100

program for a diploma, ‘ » ) .

certificate, or degree e - ’

To nwet new people 58.9 - 41.1 95
N To become a more well- 15.3 84.7 98

rounded person

For social skills | 38.1 61.9 97
\1 . - . !
To improve job performance 12.9 87.1 101
. [+ ' !
To learn skills for hobbies 52.1 47.9 96
To be a better union member ~79.2 20.5‘ 96
’To improve my ability to C19.4 80.6 98
‘read, write, speak and do :
math
To be a better parent 34.7 65.3 95
- To get a promotion 2.0 | 68.0 97
‘ ‘ To improve family life ‘ 23.2 f‘ 76.8 95
' To prepare for another job . 24.5 75.5 94
or career ' | )
To better understand x 38.3 61.7 94
community issues : | o
To learn more (knowledge 10.0 90.0 100.
for the sake of knowledge) v ' _
To become a better worker 12.1 87.9 99
To prepare for.retirement 36.1 63.9

The four most important uses of further education and /
trzining reported were: ‘(1) to learn more; (2) to become a
better worker; (3) to improve job performancé, and, (4) to
become a more "well-rounded person.
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Table 19: Which of the following educational programs are
available in your local area?

-

. Available
Yes . No Don't Know N

Private vocational, - 66.0 5.0 29.0 - - 100
technical or business ' .
~schools )
Public vocational, = . 70.7 5.1 .24.2 99
technical or business ' ‘ .
schools )
4-year college/university 87.9 5.1 .'7.1 99
Community college - . 90.0 2.0 8.0 100
High ‘School . -88.7 3.1 8.2 97
Company-run schools 40.8 15.3  43.9 "~ 98

. OF courses : ’ '
Union-Tun schools or _ 7;f 19.4 73.5 - 98
courses , . - '
On-the-job training - 62:6 9.1 28.3 . 99

- Correspondence school 53:1 6.1 40.8 98
Community or social 60.2 5.1 34.7 98

organization such as
YMCA or church

Respondents reported the most widely available education
programs to be: community colleges, high schools, and 4-year
colleges/universities. Those 'least often available were; union-;
run schools or courses, _company-run s schools or courses and :.~~~fa.
correspondence schools. ) i - a

-
-
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Table 20: Available or not, what islyour preference for
' educational programs? ‘

5; Preference

I tes m
Private vocational, technical 46.2 53;8 91
or business schools L -
Public wvocational, technical oi | 58.9 41.1 96
business schools ' :

_4-year college/university - 74.4 41.1 90
Community college : éSJf 14.9 . 9
High school . ‘35.9 47.1 85
Company-run schools or courses 67.0  33.0 88
Union-run schools or courses - 38;8 61.2 85
On-the-job training | 79.1- 20.9 91
Correspondence school | 40.2 59.8 &7
Community or social organi- 41.2° 58.8 85

zation such.as YMCA or church

The three most preferred educational programs identified
by respondents were: community college; on-the-job training;
and 4-year college/university courses. ' The least preferred
programs were union-run schools or courses, correspondence
school, and community or social organization such as YMCA or
church.

Table 21: In which of the following places are educational
¢ programs currently available? _

Available

Yes No Don't Know N

Work site . -26.3 44.2 29.5 - 95
Union hall 4.3 35.5 60.2 93
Education institution 73.7 4.2 22.1 "~ 95
Community organization 31.6 11.6 56.8 = 95
(¥MCA, church, etc.)
Library | . 26.519.1  S6.4 9
At my‘place of residenée113-0_57-4 19.6 92

. 3%g
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The two places most frequently cited as providing educational
programs were education institutions and community organizations.
Those least frequently cited were the union halls and employee
homes. Respondents most frequently reported that they did not

know about programs at union halls, community organizations, or
libraries.

Table 22: Available or not, what is your preference for the
Jocation of educational programs?

Preference

Work site- ‘ . 66.7 33.3 93

Union hall . 22.2  77.8 90 "
Educaﬁion institution 89.2 10.6 94
Community organization 47.3  52.7 91

(YMCA, church, etc.)

Library 55.4 44.6 92

At my place of residence 40.0 60.0 90

~Education institutions and Work sites were the most
preferred locations for educational programs.

Table 22: Which methods of learning are currently available?
Available

Yes No Don't Know N

Lectures or classes . ' 162.8 8.5 28.7 94
Workshops or conferences 43.6 10.6 45.7 94
Corres) ondence courses 58.5 7.4 34.0 94
Television or video cassettes €0.6 3.2 36.2 94
Radio, records, or audio cassettes 46.8 8.5 447 94
Informal discussion groups 26.6 14.9 58.5 94
Private individual instruction 24,0 20.8 55.2 96
On-the-job training ' . 62.5 1l4.6 22.9 96
Computer-assisted instruction 11.7 18.1 70.2 94
On my own 76.3 8.6 15.1 93
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Learning on their own, lectures or classes, and on the job
training were the methods of learning most frequently reported to
be available. The least available methods were computer-assisted

1nst¥uctioﬁ, private individual instruction, and informal dis-
cussion groups.’ .

Table 24: Available or not, what is your preference for methods
‘ of learning? '

Preference

Yes No N
Lectures or classes 87.5 12.5 96
Workshops or conferences 85.3 14.7 95
Correspondence courses 39.8 60.2 93
Television or video cassettes 62.8 37.3 94
Radio, records or audio cassettes 48.9 51.1 94
Informal discussion groups 71.6  28.5 95
Private individual instruction 68.8 31.2- 93
On-the-job training . 91.7 8.3 96
Computer-assisted instruction 51.6 48.4 - 93
On uy own 72.8 27.2 92

On-the-job training, lectures or classes, and workshops or
conferences were reported (in descending order) to be the pre-

ferred methods of learning for more than 85% of the workers.
Those lease preferred were correspondence courses; radio, records-
or audio cassettes, and computer-assisted instruction.

) :
Table 25: If you were to participate in an education or
training program, is there a group of people with
whom you would prefer to learm?

Yes ‘No/No Response N '

Fellow workers 55.7 44.3 97
Supervisory or company 32.0 68.0 97
administrative person=-

nel _

Family members 24.7 75.3 97
Anyone interested 60.8 39.2 97

in the program

No preference 30.9 69.1 97

328
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About 61% of the respondents indicated their willingness
to participate in an education or training program with anyone
interested in the program. About 567 were willing to partici-
nate in an education -~ training program with their fellow

workers. —-

Table 26: Is ther e group you would prefer to be ih the
prograu i

Yes No/No Respémse N
People who are my . - age 30.9 69.1 97
People who ares younger than I am 11.3 88.7 97
People who are old~r than I am 14.4 85.6 97
Any age group--age doesn't matter 82.5 17.5 97

The vast majority 12.57%) of workers indicated that age
was unimportant in thei . preferences for fellow learmers.

(k,.
.~

~— !‘



-15-

PART B:  INFORMATION AND ADVICE | | | o

4

!

Table 27: How did you receive information in the last six _
o months about your tuition aid plan or about education
and -training available to you? '

 TA-Plan Ed. & Training

fes (Tl) Yes (Tz) Yes (T ) Yeg (Tz)

- Employee handbook

23.0. 24.8 . 22.0 15.8
Handouts to employees 9.0 56.4 16.0 22.8 °°
Mailings to home 10.0 . . 13.9 21.0 12.9
Bulletin board notices 17.0 25.7 14.0 13.9
In company newspapers or 20.0 36.6 25.0 18.8 . -

newsletters "“

In union newspaper 3.0 18.8 6.0 10.9
At union meetings 1.0 10.9 2.0 5.9
At company meetings 4.0 27.7 4.0 12.9
From counselor or advisor 6.0 12.9 5.0 7.9
From co-workers ! 224@ 29.7 20.0 15.8
From supervisors 25. 29.7 23.0 .15.8
From union representatives 2.0 27.7 2.0 15.8
Education catalogues or . . 14.0 = 12.9 .- 12.0 14.9 ®
" notices ’ ’ e — -

“The sourcesof information most commonly cited by respondents
at T} were supervisors, the emplovee handbook and co-workers:
at T2, the major sources of information were reverted tao be {
handouts to employees, company newspapers/newsletters, and '
bulletin board notices. The least frequently cited sources of
information at T; were union meetings, union representatives, =~
and union newspapers. But at T9 the least common sources were

reported to be union meetings, education catalogues or notices,
and counselors or advisors.’ - . :

Relative to both the TA plan_and education and training, a maximm
of 25 employees at T} (one quarter of the workers surveyed)
reported receiving information through any one source. But S
the corresponding figure at T was 57 employees, or .more.than one- _
nalf of the workexs. surveyed. .In addition, for every method except -
one listed under ''TA"™, the percentage of workers reporting yes
is higher at T2 than at T1

. s

<9
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Table 28: Of the methods listed in question 27 above,;pleése
Indicate the three methods that you find most

.helptul.
lst 2nd 3rd

Method Choice Choice Choice

Employee handbook 18.8 5.1 10.2

Handouts to employees 8.8 20,2 17.9 |

Mailings to home . 17.5 10.1 11.5

Bulletin board notices 2.5 3.8 5.1 IR

In coﬁfany newspapers- 7.5 13.9' 10.2

or newsletters , ' -

In union newspaper 1.2 1.3 3.8

At union meetings 0.0 1.3 3.8

At company meetings 15.0 7.6 3.8

From cpunselbr or adviser 5.0 3.8 2.6
.From-co—workérs-~-~ o -.-5.0 2.5 3.8
" From supervisors 11.2 16.4 12.8

From union represen- . 5.0 5.1 6.4

tatives

Education catalogues or 2.5 8.9 10.2

notices :

(N=80) (N=79) (N=78)
As the first choice, 18.8% of the employees indicated

employee handbooks, 17.5% mailings to their homes, and ‘157% company

meetings as the most helpful method of receiving:information.

As the second choice, 20.2% reported handouts to employees, 16.47

information from supervisors,:and nearly 14.07 company newspapers Or

newsletters as the best method. 'As their third choice, 17.97 of the

respondents reported handouts to employees, 12.87% information

from supervisors, and 11.5% mailings to their homes as the most -

helpful method. :
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Table 29:  If you were interested in getting information on
- your tuition-aid plan, from whom would you like to

- get 1t? |

Yes.(Tl)*. Yga.(Tz)*

Co-workers + 12.1 14.9
Supervisor - : 69.7 52.5
Union representative, 12.1 25.0
Company representative 47.5 . 51.0

\ PO
Respondents most frequeritly cited supervisors both at
T; and T2 and company representatives again both at Ty and T2,
as preferred sources of information on tuition aid. &o—workers -
and union representatives were much less frﬁquently,identified
as preferred sources at both T; and T2, although both groups rose

' N

_ - r

Table 30: Is there a designated individual in your coinpany ar
union who can provide advice or information about

“‘education and careers? !

- Company I; Ty Union Tj Ty
Yes 31.6 58.3 Yes 13.7 36.8
No 5.1 7.3 No . 7.4 11.6
Don't 63.3 34.4 Don't 78.9 51.6

know know g

(N = 98) (N - 95) (ﬁv= 96) (N = 95)

About 327 of the respondents at T; and 58% of the respondents
at Ty indicated that there was a designated person in the company
to provide advice/information on education and careers. But
dbout .147 of the respondents at T; and a significantly larger.
perceutage (37%) of the respondents at T reported that their union
had designated such an individual. Although a majority of the
respondents -at both T (78.97) and Ty (51.6%) indicated an :
absence or lack of-knowledge regarding the designation of a persomn
by their union. The 27% change confirms a significant increase
in knowledge. . ' '

Table 31: In the past two years, have you seen this individual
to help you with your education or career planning?

. . Tl To .
Yes ' 3T.% 47.T (N=27 for Tj)

No 68.6 52.9 (N=68 for T2)

¥ The balance between those who said "yes" and 100 represent
the percent of those who either said 'no" or did not respond |
to the-particular question. : }

302
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About 31% of the 27 respondents at Ty and about 47% of
the 68 respondents at T, indicated that they had seen this
individual in the two years prior to :the survey.

Table 32: In the last six months, have you seen this individual
to help you with your gducation or career planning?

R
Yes 37.0 46.8
No 63.0 53.2

(N=27) (N=68)

About 37% of the respondents at Ty and 47% responding to
this questicn at Tp, indicated that they had consulted this
individual for help in education or career planning within the
six months prior to the survey.

Table 33: If you have seen a counselor or advisor, was it useful.

or helpful?
o R
Yes, very useful 20.0 28.1
Somewhat useful - 33.3 46.9
3

No, not useful | 46.7 25.0
' (N=15) - (N=32)

Twenty percent of the respondents at Ty and about 287 of
the respondents at Ty who had seen a counselor or advisor
reported the meeting as "very useful". Another 33.3% at Ty
and 46&9% at Ty reported the meeting as being "somewhat
useful’.

. Tabke 34: “If.individuals were available to talk to you about
- your educational or career plans, would you go -to talk

" to them?
T T,
(' —- _.. . ’
Yes, ‘definitely 3 68.4 57.1
Maybe ' 28.6 38.8

No © - 3.1 4.1
| (N=99) (N=99)

A majority of the respondents at Tj and T2 indicated that
they would consult,with counselors/advisors if they were avail-
able, regarding education or career planms. ‘

'y
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PART E:

Table 35:

e

" education oy tra1n1ng7

T, T,
Yes 57.6 6l.6
No 22.2 19.2
Don't know . 20.2 19.2
- (N=99) (M=99) o~

A majority of the resPondents at Ty (57.6%) and T (61. 6%
felt that the company does encourage employees to seek addltional
education or training. out one worker in -five at both T} and
T2 felt that the company does not so encourage its enoloyees

-Table 36: Does your company encourage employees to use tuition
aid beneflts?
I T2
Yes 25.3 54.5 ..
No 25.3 14.1
Don't know 49 .4 31.3
- {N=99) (N=99)

About one in four em{loyees at Ty and over half of the

employees sunmwedat T9 felt that the company encourages em-
Ployees to use tuition-aid.

Table 37: Does your local union encourage members to seek

additional education or training?

I T2
Yes 14.1 42 .4
No 19.2 20.2
Don't know 66.7 37.4

(N=99) (N=99)



I
-About—1477of the respondents at Ty and 42% at Ty felt that

_.—tHe union encourages members to seek aédltlonal education or
trainin a jump of 28%. About one in five both at Ty and Ty -
that the union did not encourage the emplovees to take

courses.

Table 38: oes your local union encourage members to use tuitzon

aid benefits?

T Ty
Yes 6.1 39.4
No ) 17.2 15.2 =
Don't know 76.8 45 .5
' (N=99)  (N=99) e

About 6% of the employees at Tj, but a significantly larger
percent (39.4) of respondents at T2 felt that the union encourages
its members to use tuition aid. Cver three-fourths of the em- .
ployees at T} and less than half of the employees at Tg indicated T
that they didn't know. .

Tableﬁ39: - Have any of the following people encouraged you to use R
tuition-aid benefits or to seek additional education :-

_or training? ///((7 ‘ S |

<§ Tuition Aid Benefit Education or Trginin

Iy
-

Supervisor 28.4 71.6 88 36.0 64.0 - 86 -
~Fellow workers 27.8 72.2 90 32.1 67.9 84
Shop steward(s) . 11.8 88.2 85 7.4 92.6 81 ~
Union leaders .. 23,9 76.1° 88 15.5 8.5 84 7

Friends outside : :
of work , 30.6°- 69.4. 85 - gg.g 54.2 83

Family - . 4.3  55.7 - .19 45.0 80

o

About 447 of the workers reported receiving encouragement to |
use tuition aid from their family;. about 317 reported receiving
encouragement from friends outside work. Supervisors and co-workers ,
ranked third and fourth as a source of.inspiration to use tuition-aid.’ .
_Regarding education and training, workers generally reported recei¥ing

encouragement from their families, friends outside work, supervisors,
and fellow workers (in decreasing order) with shop stewards as the

least important source of encouragement. _ . , o
. i

———
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Table 40: Do ynu feel incentives could encourage employees to Q
take additional education or tra1n1ng ox to .use
tuition aiH’benef1t$° :

Yes  No - N
Tetter of commendation ~ - . - 61.3 38.7 93.
Special events held honorlng :

students ) , . 26.1 73.9 88
Financial bonus . ' -, 87.0 13.0 92
Consideration in career- I ' o

development, reviews ' 84.9 15.1 93
Wage increase . : . 90.5 . 9.5 95 B
Publicity for participating .- ,28.7 71.3 87,
Additional job respon51b111t1es .. 6l.4 38.6 88
Promotion or new job g +' - 92,6 7.4 94

¢ >

\\\Reépondents to this auestLon 1nd1cated that all of the
abové\rﬁcentlvns, except pec1a1 events held honoring students"
and "publicity for participating", could encourage -employees to
take additional educatlon or~tra1n1ng or. to use tuition-aid
benefits. . - s Py

o ‘ N - N - N Lo
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PART F: FACTORS AFFECTING PARTICIPATION.

Table 41: There are a lot of reasons.why people may not °

pursue further education or training. Do any of the
following'act as a problem for you? '

Yes, it is No it is not

a problem a problem
‘o L hooh
Education and Training Programs _
The education or training = 15.5 20.0 84.5 80.0 /5
programs I want to take are : o
not offered - .
Scheduling of education 34.0 51.6 66.0 48.8 7/

offerings is mnot
convenient for me

Programs are held far away | 24.7. 23.7 75.3 76.3 73
for me '

I do not have transportation 4.1 7.6 95.9 92.4% 7z
to get to programs .

. Programs held in the evening 18.6 23.9 81.4 76.1 72
are unsafe for me to go to

T

" Information and Advice

" 1 don't have adequate infor- 61.2 59.6 38.8 40.4 ‘76/
. mation about courses that L ' : _
"., are available

I don’t have adequate infor-- 55.6 50.0 44.4° 50.0 - }f§/
-~ mation about what' educa- o ;

tional institutions are-

available

, I do not have :adequate 71.7 60.6 28.3 39.4 77

'~ advice or counseling about )
available conurses and
whether I am qualified to
take then.

I do not have adequate advice 64.6 -51.1 35.4 48.9 7.4
or counseling about available. :
educational institutions.

I do not have adequate advice 66.7 57.4 33.3 42.6 ?'ﬁ/
or counseling about my career .
opportunities '




|

Table 41: Continued | 1
Yes, it is No, it is not
.a problem a problem
| O o hh
Personal and Family ,
I don't want to take courses 19.0 21.5 81.0 78.5 %3
on my own time -
I cannot afford child care 6.1 18.3 43.9 81.7 ?13
or make arrangements for -
child care : — ) , '?.
I don't think I could. pass 6.0 4.3 94.0 95.7 73
the course A
I don't have enough free 27.1 38.3 72.9 61.7 7’7
time because of family ' ‘
responsibilities 4
My work is too hard and I 8.2 9.6 91.8 90.4 7 ¢

- am too tired to take courses

My work schedule can not be 23.2 41.2 76.8 58.8 ;7;7
rearranged to take time off

to attend an educational

program : '

Educational programs would  13.1 17.2 86.9 82.8 77,)7
take too long for me to
complete '

My spouse doesn't want me to 2.1 3.2 97.9 .96.8 ;?;/
. My children don't want me to 1.1 3.3 98.9 96.7 72
General '

s I don™t think I would get 25.5 36.6 74.5 63.4 ?{3
promoted or get a better job B . o
even if I took some educa-
‘tion ' ~

Favoritism in who gets . 29.9 25.8 70.1 74.2 47‘;
approval '

" If I take a course, my com-. . 3.1 6.4 96.9 93.6 ;77/.' ‘
pany may think I lack a skill -

38
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Overall, both at Ty and Ty, factors relating to information
and advice were identified by workers as the most serious, pro-
blem affecting their decisions about whether or not to
participate in education or training. The second most important
group of factors, again at both T; and T2, pertained to the
education and training programs available to employees.

Both at T; and Ty, a majority of workers indicated as
problems (in décreasing significance ) inadeyuvute counseling
about available courses, inadequate advise or counseling about
career opportunities, inadequate counseling about available

educational institutions, and inadequate information about avail-
.; . able courses. It is interesting to note, however, that informa-
.. tion and advice are problems for a smaller percentage of workers

at T9 than at T1 and program: barriers increased from T1 to Tj.

Table 42: Do you personally want to take any further education
or training?

H
H

YY) IN

Yes, definately .0 .6
Yes, probably .0 .3
No ' 4.0 9.1

(N=96) (N=99)

TS I
Y-
wwu

- A majority of respondents at T; and Ty indicated a
definite desire to pursue education or training. Four percent
of the respondents at T; and 9.1% of the respondents at T;
‘indicated that they did not want further education or training.

Table 43: Do vou personall; think that you need more education
or training? '

_ o N )
Yes, definitely 54.0 58.0
Yes, probably - .. 40.0 37.0

No - 6.0. 5.0
; (N=94) (N=100)

A majority of respondents at T, and T, indicated a definite
need on their part for further educ%tion a%d training. Six
percent of the employees at T; and five percent at T2 indicated
that they did not feel the need.
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Table 44: Do you intend to continue' your educationor training
: in the next two years?

o
_ Yes, definitely 39.8 41.7
Yes, probably 39.8 37.5

No . 20.4 20.8
| (N=98) (N=96)

About 407% of respondents at T; and 427 at Ty indicated that
they definitely intended to continue their education or training
in the two years after the survey. An additional 407 at
Ty and 38% at T indicated that they probably would. The
remaining one fifth at both T, and T, said that they did not in- .
tend to do so. - -

Table 45: Do you think vou will use your tuition aid benefits
in the next two yvears? ‘

T T,

: 1 2
Yes, definitely ' 27.7 23.4
Yes, probably 29.8 41.5
- No 42.4 35.1

(N=94) (N=94) .

About 28% of the respondents at T and 23% at T, anticipated
definitely using tuition aid during theé two years after the
survey. An additional 307 at T; and 427 at T, indicated that
they probably would use their tuition aid benéfits in the next
two years. ~

409
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PART G: BACKGROUND INFORMATION
Table 49: What is'§our sex?
E:J;
Male i 45.5
»vFemale 54.5
(N=99).
Table 50: How old are you?
n
Under 25 34.1
25-34 38.4
35-44 -13.1
45-54 8.1
55 and over - 6.1
(N=99)

About 72% of the workers at T3 and 6
35 years of age.

Taﬁle 51: What is your racial background?

44.9
55.1

(N=98)

D2 .
33.0
35.1
17.5
9.3
5.2

(N=97)

8% at T, were under

. EL‘
Black 14.3
White 81.3
American Indian’' 2.2
or .Alaskan Native j ‘

" Asian or Pacific 2.2
Islander .

(N=91)

)

14.8

80.7

1.1

3.4
(N=88)

The percehtages of black and'of white workers did not vary‘

greatly between T and T,.
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Table 52: Is your ethnic heritage Hispanic?
l .

Lok
Yes ' 26.1 23.3

No - i713.9° 76,
. (N=88)  (N=90)

About 287 of the workers at T1 and 23% at T9 were of
Hispanic ethnic heritage. - : '

PR
b

Table 53: What is yoﬁr\current marital status?

s

‘\k :. T, T

y 1 2.

. Single, never married 21.4 21.6
Married (not separated) 61.2 54.6
Married (separated) 4.1 11.3
Widowed E 1.0 0.0
Divorced o 12.2 12.4

(N-§8) (N=97)

617 of the eﬁployees at T and 55%\at T2 were married
- (not separated).- About one in five were single.

Table 54:'How many dependents are currently living with\you?

Children

ﬁ;pf Dependents Others
0 . 52 (51.5%), 84(83.2%)
1 17 (16.8%) 14 (13.9%)
2 . 18 (17.8%) 3 ( 3.0%)
3 9 ( 8.9%) d.( 0.0%)
4 5 ( 5:0%) 0 ( 0.0%)
5+ 0 0 ( 0.0%)

B 4()2

( 0.0%)



‘Table 55: In what year was your last child born?

- Year Absolute Relative Adjusted Cumulative

/

Freq. Frea. (%) Freq. (%) Frea. (7)
47 1 1.0 1.7 1.7
49 1 1.0 1.7 3.3
57 1 1.0 1.7 5.0
58 1 1.0 1.7 6.7
60 2 2.0 3.3 10.0
62 3 3.0 5.0 15.0
63 - 3 3.0 5.0 20.0
64 2 2.0 3.3 23.3
65 1 1.0 1.7 25.0
66 . 3 3.0 - 5.0 30.0
67 1 1.0 1.7 31.7
69 1 1.0 1.7 33.3\,
70 2" 2.0 3.3 36.7 O
71 3 3.0 5.0 41.7
72 1 1.0 1.7 43.3
73 2 2.0 ‘3.3 46.7
74 11 10.9 18.3 65.0
75 3 3.0 5.0 70.0
76 - 3 3.0 5.0 75.0
77 3 3.0 5.0 80.0
78 1 1.0 1.7 81.7
79 . 6 5.9 .0.0 91.7
80: 5 5.0 8.3 100.0
Oi 41 40.6 Missing 100.0
Total 101 ‘100.0 ©100.0

0f the respondents with chlldren about 6\% had chlldxen
under ten at the time of the survey.

o

Table 56: What is the highest level of educatlon you have

atta1ned9
| . ho 2
" Some high school or }ess 7.1 l.Q
High school or GED . 29.3 30.6
'Some college, but no " 46.5 54.1
associate or bachelor's '
degree _ _
-Associate degree 14.1 9.2
Bachelor's degree or higher 3.0 5.1
- (N=99) (N=98)

/



|
-29- 4

The majority of the respondents both at Ty and Ty had more
than a high school or GED education. Seven percent of the
~respondents at Ty and one percent of the respondents at T2 had "

_high school or less” educaticon. _ .

Table 57: In what year did you attaln your highest level of

- education?
Year Absolute Relative Adjusted Cumulative
Freq Freq (%) Frea (7) Freq (%)
13 1 1.0 1.1 1.1
34 1 1.0 1.1 2.2
36 1 1.0 1.1 3.3
41 1 1.0 1.1 4.3
45 L 1.0 -1 5.4
48 1 1.0 1.1 6.5
50 1 1.0 1.1 7.6
51 3 3.0 3.3 10.9 =
54 2 2.0 2.2 13.0
55 . 1 1.0 1.1 14,1
56 2 2.0 2.2 16.3
57 1 1.0 1.1 17.4
58 1 1.0 1.1 18.5
60 1 - 1.0 1.1 .19.6
61 2 2.0 2.2 21.7 -
62 1 1.0 1.1 22.8
63 1 1.0 1.1 23.9
64 1 1.0 1.1 25.0
65 2 2.0 2.2 27.2
66 2 2.0 2.2 29.3
67 1 1.0 1.1 30.4
68 1 1.0 1.1+ 31.5
69 4 4.0 4.3 35.9
70 -5 5.0 5.4 41.3
71 4 4.0 4.3 45.7
72 -2 2.0 2.2 47.8
73 3 3.0 3.3 . 51.1
- 74 3 3.0 3.3 54.3
75 5 5.0 5.4 59.8
76 7 . 6.9 7.6 67.4
77 .9 8.9 © 9.8 77.2
78 9 8.9 9.8 87.0
79 - 5= 5.0 5.4 92.4
80 7 6.9 7.5 0 100.0
9 9 . 8.9 Missing 100.0 .
Total 101 - 100.0 100.0




] About 59% of the respondents attained the1r highest level
of education within the past ten years (since 1970), and '
about 51% during the past seven years.

-’

Table 58: Do you have a one-year certificate, trade license,
professional license, or journeyman's certificate?

Yes ' 16.1
No 83.9

Approximately 16% of the employees had.a one-yeer
certif1cate,ptrade license, professional license, or a
journeyman s certiflcate

Table 59: Which of the follow1ngﬁbest describes the location
of the place where you live?

Rural.or farm community 1.1 -
Small town or villaée i 18:3
(less than 50,000 people) "
Medium-sized city or its- HTSB,i
suburbs (250,000 - 500{000' _ _

. | Fairly 1ar§e city or its 18,3

C .suburbs (250 000 500,000

people)

Very "large city or its 4.3
surburbs (over 500,000 people)

(N=93)

A maJorlty of the respondents lived in a medlum%sized
city or its suburbs

' Table 60: What shift do you usually work?

. o Day 91.7
Evening 5.2
o -Night . 2.1
— Split 1.0 ‘
| (N=96) -

About 92% of the respondents worked a day shift. Only
\\\\v 8% worked at other times. .

o 4 o
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THE WORKER EDUCATION AND TRAINING. STUDY
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MODEL II (Ohio)
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PART A:" GENERAL. INFORMATION - o
TABLE 1: HOW LONG HAVE YOU BEEN AN OPERATING ENGINEER?

Less than ] year 3.8%
1-5 years : 13.2%
6-10 years 24.5% .
11-15 years : S 5.7% L
' 16-20 years = 13.2% L
21-25 years _ 17.0%
26 or more years 22.6%
N=53

Only 3.8% of the respohdents“ﬁidﬁbéén-'operating-engﬁneers for
less than one year. Almost 40% had  been operat1ng.eng1neers for
over twenty years, with an add1t1ona1 13.2% in the 16-20 year
range. .

TABLE 2: - HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION WITH THE

~ COMPANY?
Less than 1 year 19.4% e : : '
1-5 years® 36.1%
6-10 years 5.5% \ ‘
11-15 years . » 5.5% . T -
16-20 years .. _ 8.3% ‘
21-25 years 13.9%
26 or more years : o 11.1%

- ———

Only 19% of the respondents had worked for their cu current_employer-
for less than'1 year while 25 percent had been with the same ~——--__
company for over twenty years. . . IR

"~ TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB’
(Please check one box for each type)

~ . - -

Very  Somewhat Not Very "~ Does Not
Useful Useful Usetul Use]ess Apply N
."High school 49.1 35.8 5.7 1.9 7.5 . 53
education -
Previous job 74.5 13.7. 0.0 59 5.9 51
experiénce - . . -
<
L—‘Vocational \ : ’
education or 52.2 ]7.4 4.3 6-5 ]9.6 ) 46 ‘
training since - : ) .

"high school

o 407y
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Very Somewhat Not Very "~ Does Not

Useful Useful Useful Useless Apply N
Academic or - _ S T -
. professional _
education 30.0 10.0 12.5 10.0 - 37.5 40
since high '
school

Most workers found their education very useful for their current
- job. Previous job experiencewas cons1dered very useful by three-
quarters of the respondents.

<
~ TABLE 4: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION-AID PLAN
WHERE YOU WORK? '

Yes, very familiar 20.0%

Yes, somewhat familiar 43.6%

No, not familiar 36.4%
N=55

Thirty-six percent of the respondents indicated they were not .
familiar with the tuition-aid plan. Although almost 44% had some
degree-of awareness regarding the plan, only 20% considered them-
selves very famlliar with the plan.

_ﬂ‘_"“”“TABtE~5- IF . YOU ANSWERED YES TO QUESTICN 7 DO YOU KNOW WHO SPONSORS

THE PROGRAM? o
Negotiated as part of o o
company/union contract 30.6%
- Companj’sponsoredA o 2.8%
‘Uﬁion Sppnsd;ed- f '55,7% o i P s
— ' I —— .,,_N.;F- BENE————

JTABLE 6: 'IN THE LAST SIX MONTHS HAVE You RECEIVED INFORMATION ABOUT
YOUR TUITION-AID "PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE

: J—— I {1V K
. Tuitioa-Aid Plan - 1 Educat1on & Training
Yes 31.3% B | © ™ Yes 40.8% -
No 68.8% _ No 59.2%
 Ness - | N=49
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Approximately one in three of the respondents peported . receiving
information on the plan.during the six months prior to the survey.
. The percentage of workers reporting receiving information on
aydilable education and training during the same period was some-
yﬁat higher; two in five workers indicated that they had received
//such information. - o

- 2

TABLE 7: ARE YOU tLIGIBLE/%O TAKE A COURSE UNDER YOUR TUiTION-AID PLAN?

Yes : 54.3%

No . 4.3% -

Don't know T 41.3%
N=46 -

A majority of the workers (54.3%) responding to this question knew
. they were eligible to take a course under the plan. A large.minority
" (41.3%) indicated: they did not know whether or not they were eligible
to participate. . - : o

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNbER
YOUR TUITION AID PLAN? : L .

Yes o 5050% e -

r—

ﬁ o ; 8004 — - - I
- 7--’_’«”——-’/ ST
e

P

'y

| TABLE_g;a,NHAifﬁFFTCE(Si’bR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL

~—”’T"f/ TO AN APPLICATION FOR TUITION-AID BENEFITS?
‘ S " Don't
- : Yes No Know N
Employee's immediate supervisor ) T. 4.8%  47.6%  47.6% 21

Supervisor of education & fraining“:42.9%' “14.3% . 42.9% 21
Personne] department ) dioz 42.1% 57.9% 19
Joint or unfon education committee 72.7%  3.0% 24.2% 33

The educational institution offering
the course 23.8%  33.3% - 42.9% 2

- Other company or union represen- ’
tative _ 54.2% 16.7% 29.2% 24

r
[
b
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Almost thres-quarters. (72.7%) of ‘the respondents.-indicated that thé

approval of the Joint or union education- committee is necessary _ .- . .

to take a course. Fiftysfour point two (54.2%) of "the respondents .~ ¢~

indicated that-other-company or union representative-approval is -

needed. _.The large number ‘of ."Don't Know" responses_signify-a. =~ -

- Tack of understanding on: the part cf the employees regarding e
application procedures. G Tl LT L S

\ e : . .

\ ~

TABLE 10: THERE ARE.A LOT OF REASONS WHY PEQPLE-NAY NOT yss,?hé13,3 o
- TUITION-AID BENEFITS. [ .Y.OF THE FOLLOWING ACT AS-A =~ -~
PROBLEM FOR YOUZ - .- - e Te R T

Yes, . . No,— o

I TE'/ L

It Is a Problem It Is Not a Problem

a. Too much red tape in =~ - i
applying for and : - . '
getting approval for _ SR N
education or .. - ~ , : ) L
- training- - 31.3% . 68.8% 32

—~7" " b.  Educatiom programs I /o

———=""Want to go t6.are not . <;\
covered under the N o

tuition-aid plan . _ 32.1% '55”67,9%;\ 28

T c. Education institutions . )
- I want to go to are not . . ST
covered under the plan 22.2% : 77.8% - 27

d. I do not have adequate. . ; lf
. dinformation about the . : _ .
- tujtion-aid plan . 57.1% 42,93 © 28
‘e Not enough of the o , .
costs are covered _ ’
under the plan \77 24.0% 76.0% - 25
f. I am not able to pay / ; | |

. - in advante, -even.though o ' '
I will be reimbursed 40.0% : 60.0%., . 2%

g. I am not willing to _ ;
pay in advance 20.8% - 79.2% 24
- Lack of information was the most commonly reported problem among re-,
spondents (57.1%). Inability to pay educational expenses i, advance
was cited by forty percent of the respondents as a problem. Jther -
factors reported as significantwereproblems with red tape in the
application process§31.3% and the Tack of plan coverage of desired
‘education programs (32.1%)° : '

l%fil(;A RS s €l<;j]




PART B: PARTICIPATION:IN EDUCATION AND TRAINING

HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING

TABLE 11:
e - PROGRAM IN THE LAST TWO (2) YEARS?

S~

Tra1n1ng Program

Educat10nvPngram

Yes 22.0% Yes  29.6%

No °78.0% No 70.4%
N=50 . N=54

i

Twenty-n1ne point six percent (29.6%) of the respondents had
participated in a voluntary tra1n1ng program within the past two
years. Reported part1c1pat1on in & voluntary education program
was somewhat lower (22. 0%) .

HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR. TRAINING

" TABLE 12:
. PROGRAM IN THE PAST SIX (6) MONTHS?

Education Program Training Program

Yes 16.7% Yes 18.8%
No 83.3% No 81.3%
-N=30 . N=32

The qreat majority of respondents had not part1c1pated in a voluntary

education or training program in the six months prior to the survey.

.

TABLE 13: WHY DID YOU PARTICIPATE IN THE EDUCATION OR TRAINING PROGRAM?

Ys Mo N
a. To get a degree, diploma, or certificate 56.3% . 43.8% 16
b. | To upgrade skills for present job 81.0% 19.0% . 21
c.  For a different job | 35.7% 64.3% 14
d. For career advancement 62.5% 37.5%, 16
e. For better wages 64.7% 35.3% 17
f. To prepare for retirement 37.5% - 62.5% 16
g. __ For leisure time pursuits 38.5% 61.5%. 13
h- 7&$For general know]edée 82.4% 17.6% 17
i. . For parenting ski]Ts 33.3%} 66.7% 12 .

3 . d1g




_ Yes Mo N
j.  For religious pursuits | 16.7% 83.3% 12
k. To be a better union member 77.8%  22.2% 18

Respondents -to this question indicated that they participated in the
education or training program:

e  for general knowledge; .
(] to upgrade skills for present job; and
] to be a better union member.

A1l but one of the rema1n1ng responses were cited as reasons by one-
third or more of the respondents. :

TABLE 14: PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY
: PUTTING THE LETTER OF THE REASZN FROM QUESTION 16 IN THE ‘
SPACES BELOW. - :

. Ist 2nd 3rd |
Choice Choice Choice
a. To get a degree, d1p10ma or _ ,
certificate . 3.6 © 1.8 1.8
b.  To upgrade skills for present job 8.9 5.4 1.8
c. .For a different job 0.0 0.0 1.8
d. For career advancement 1.8 8.9 3.6
e.  For better wages 1.8 1.8 3.6
f. To prepare for ret1rement 0.0 - 0.0 0.0
g.’ For leisure time pursu1ts 3.6 0.0K 1.8
h. For general knowledge 1.8 7.1 3.6
i.  For parenting skills 0.0 0.0 0.0
. j. For religious pursuits 0.0 0.0 0.0
k. To be a better union member 5.4 1.8 5.4
1. Other (please specify) | 1.8 0.0

No choice indicated 71.4% 71.4% 71.4%




Reasons for participation most frequently chosen by respondents
were: g :

1st Choice--To upgrade skills for present job
2nd Choice--For.career advancement
3rd Choice--To be a better union member

TABLE 15: IF YOU PARTICIbATED IN AN EDUCATION OR TRAINING PROGRAM,
. PLEASE INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION
YOU RECEIVED. : :

Very - Not Very

< ' Satisfied Satisfied Satisfied Dissatisfied- N
Private vocational/
technical or business -
school 40.0% 40.0% - 20.0% 0.0% 5
Pubiic vocational, |
technical, or . _ ‘ .
business school 66.7% 22.2% 1M1 G.Q% .9
4-year college/ ' ‘
university : 33.3% - 0.0% 33.3% 33.3% 3
Community , | : :
college 40.0% | 20.0% 20.0% 20.0% 5
Company/union run ' -
schools or courses 53.8% 38.5% 7.7% 0.0% 13
High school 50.0% 50.0% 0.0% 0.0% 10
Registered
apprenticeship 33.3% - 50.0% 16.7% 0.0% 6
Correspondence ,
school 0.0% 0.0% 50.0% 50.0% 2
Community or
social organization o
such as YMCA or " T—p
church 50.0% 25.04 - 25.0% 0.0% 2

Generally, respondents reported being either satisfied or very satisfied
with instruction they received from education or training programs.
Exceptions included 4-year college/university, with two of the three
responses indicating some degree of dissatisfaction; and correspondence
school, with both respondents indicating dissatisfaction.

: 413 L




- TABLE 16: PLEASE INDICATE WHICH OF THE FOLLOWING PAID FOR THE EDUCATION
' OR TRAINING YOU RECEIVED.

- o Yes N 1
You (self-paid) 61.5% 38.5% 13
Union o 88.2% 11.8% 17
Company--under tuition-aid plan 0.0%  100.0% 8

- Company--not under tuition-aid plan 36.4% 63.6% 11
Government (veteran's benefits, |

federal loan or grant) . 33.3% 66.7% 9

For the respondents, the most common sources of financial assistance for
education were reported to be the worker and the union. These workers
reported that the company, under the tuition-aid plan, did not con-
tribute financially to educat1on or tra1n1ng received.*

TABLE 17: IF YOU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY .
HOW LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE
EDUCATION .OR TRAINING? °

Less than one (1) week 22.2%

1 week. 0.0%

2 weeks 11.1%

3 weeks R _ 0.0%

4 or more weeks 66.7%
N=9

Two-thirds of those responding indicated the time span involved was

4 or more.weeks until receipt of approval to take educatlon or training
under the tuition-aid plan. One-third indicated approval took 2 weeks
or less.

*If the companies provide the financial support for the education and training,
these workers are not aware of it.




PART C:-* ~ EDUCATIONAL OPPORTUNITIES

TABLE 18: PLEASE INDICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF
_ THE FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING.

Not .
Important Important N .

©a. To complete an educational program

for a diploma, certificate, or T

degree 35.9% - 64.1% 39
b. To meet new people . 55.3% 44.7% 38'
c. - To become a more well-rounded

person E ' ' 18.2% 81.8% 44
d.  For social skills | 41.05  59.0% 39
e. To improve job perfbrmance 8.7% 91.3% 47
f.  To learn skills for hobbies 51.3%  48.7% 39
g.  To be a better union memder 23.4% - 76.6% 47
h. To improve my ability to read,

write, speak and do math 17.5% 82.5% 40
i.  To be a better parent 35.9% 64.1% 39
3. To get a promotion . 32.5% . 67.5% 40
k.  To improve family life C27.5% 7258 40
1. To'prepafe for another job or -

career 28.6% 71.4% 42
m. To better understand community —

issues 31.0% 69.0%- 42
n. To learn more (knowledge for A |

‘ the sake of knowledge) ’ 22.2% 77.8% 45

0. To become a better worker 0 13.0% 87.0% 46
p. To prepare for retirement 20.0% 80.0% 40

The four most important uses of further education and training, by
rank, were: to improve job performance; to become a vetter worker; to
improve ability to read, write, speak, and do math; :o become a more
well-rounded person. .




TABLE 19: .WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN

YOUR LOCAL AREA?

Available
- Yes No Don't Know
"a. Private vocational, technical or '
_ business schools 83.7%  2.3% 14.0%
b. Pub]ic,Vocitidnal, technical or ° )
business schools 87.8% 2.4% 9.8%
c. 4-year co]]egé/dhiversity 78.0% 9.8% 12.2%
d.  Community college 92,93 2.4%  4.8%
e. = High school 92.3%3 0.0% 7.7%
f. Company-run scheJols or courses 41.2% 29;4% 29.4%
g. Union-run schoals or courses 83.0% . 4.3% 12.8%
~h.  On-the-job training | 82.9%  9.8% 7.3%
i.  Correspondence school .. 63.9% 16.7% 19.4%
J. Community or social organization V |
10.5% 10.5% -

such as YMCA or church 78.9%

|=

43

41
4
42

-39
"_34_

47
Ll
36

38

Respondents reported the most widely available educational programs
to be: community colleges; high schoals; and public vocational,

--— - -technical-or business—schools.—Responses—-indfcated-workers were— -

least sure about the .availability of company-run schools or courses
_ (ava;]ab111ty indicated as 41.2%, yes; 29.4%, no; and 29.4%, don't
know '

TABLE 20: AVAILABLE OR NOT, WHAT.IS YOUR PREFERENCE FOR EDUCATIQNAL
PROGRAMS?
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Preference
‘Yes o No- N

a. . Private vocational, technical or ‘ .~ Co

business schools 56.8% 48.2% . 37 .
b.  Public vocational, technical or = S

business schoals 62.2% 37.84°7 37 .
c.  4-year college/university 42.4% . 57.63 33
d.  Community college * - ' 82.4% - 17.6% 3
e.  High school o 66.7% 33.3% 33
f.-  Company-run schools or courses - 50.0%  50.0% 32.
g.  Union-run schools or courses - 100.0% 0.0% . 47
h. - On-the-job training o 97.7%  2.3% - 44
i. Correspondenée school | 24.2% 75.8% 33
j. . Community or social organization ‘. ‘ i

" such as YMCA or church _ 31.3%3  68.8% 32

The preferred educational programs identified by respondents were:

union-run schools or courses, on-the-job training, and community

colleges. The least preferred programs were correspondence schools
~_and community or social organizations such as YMCA or church.

" TABLE 21: IN WHICH OF THE FOLLOWING PLACES ARE,EDUCATIONAL PROGRAMS
' CURRENTLY AVAILABLE?

Available

“Yes . ‘No Don't Know N
a. MWork site 45.09  37.5% . 17.5% 40
b.  Union hall 8483  8.7%  6.5% 46 .
c.  Education institution 70.7%  4.9% 2443 41

d. Community_organization (YMCA,

church, etc. 57.9% 18.4% ¢ 23.7%*~A 38

e. Library ' 45.0%  15.0% 40.0% 40
- f. At my place of residence 27.8% 61.1% 11.1% 36

ERIC - - 41y
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The two places most frequently cited as. providing educational programs

were the union hall and educational institutions. The least frequently o

cited place was the employee's home. Forty percent of the respondents
didn't know about the availabi]ity of educationa] programs at libraries.

| TABLE 22: AVAILABLE OR NOT, -NHAT IS YOUR PREFERENCE FOR THE LOCATION
: OF EDUCATIONAL PROGRAMS’

Preference

fe R - N
a.  Work site | ( 78.3% ' 21.7% 46
b.  Union hall | 87.20  12.83 47 “
c.  Education institution 78.08  22.08 41

d. Community organization (YMCA,
: church, etc.?

39.5%  60.5% - 38

e. Library . -  40.5%  59.5% 37

f. At my place of residence 32.4%  67.6% 37
The union hall was the most preferred location for educational
programs, and the worker's home the least preferred.

~ TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

Available
. Yes No  Don't Know N
a. _Lectures or classes 7.7% 6.5  21.7% 46
b.  Workshops or conferences  60.5% 7.0  32.6% 43
C.  Correspondence courses - 38.5% 23.1%  38.5% 39

d.  Television or video cassettes  31.6%  34.2% 34.23 38

e. Radio, records, or audio -
- cassettes | 31.6% 39.5% 28.9% 38

f.  Informal discussion groups 41.0% . 20.5% 38.5% 39
g:  Private individual instruction 36.1%  27.¢%  36.1% ' 36

-h. On-the-job training 73.3% 11.1%  15.6% ‘45
i. Computer-assisted instruction 5.7% 40.03  54.3% 35
-~ §.  Onmy own ~ 60.5% 3.6  7.9% 38
Q . _ ‘ ﬁ!:{&;_'
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Lecture/classes and on-the-job training were reported to be available
. by.a majority of respondents. Three in five of the respondents re-
~ ported workshops/conferences and learning on their own were available.
* For the remainder of learning methods, forty percent or fewer of the
respondents reported -availability. S g - -

TABLE 24: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR METHODS OF

LEARNING? -
' ) Preference .
Yes Mo, N
a. Lectures or classes .. 81.0%. 19;0% 42 |
b.  Workshops or conferences  81.4%  18.6% 43
c. Correspondence courses | . 22.5%,f 77.5% .40 - .

d. " Television or video cassettes  47.4%  52.6% 38

e. Radio, records, or audio

cassettes 3 . 35.1% £4.9% . 37
R . >
f. Informal discussion groups ' 66.7% 33.3% 42

9 Private individual instruction 63.4%  36.5% 41
h.  On-the-jco training 88.0%  12.0% 50

i. Computer-assisted instruction 23.7% 76f3% 38

j. on my own : 62.5% “’§7i5% 40

On-the-job training, followed by workshops or conferences, followed
by lectures or classes were reported to be the preferred methods

of learning for more than 80% of the respondents. Those least

preferred were correspondence courses; computer-assisted instruction;
and radio, records, or audio cassettes.

TABLE 25: IF YOU WERE TC PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM, -
IS THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?

- v Yes No Response N

Fellow worker§. “ 82.1% 17.9% - 56
"EﬁEéEJ?Ebry or company administr;tive | |
personnet " 33.9% 66.1% 56
Family members | 23.2% 76.8% 56
Anyone interested in tﬁé‘ﬁéé&i&ﬁ' ’ 53.6% 46.4% 56
No preference- ' , 12.5% 87.5% 56

|

FRIC - 419 S PR
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' M&re_than eighty'pércent (87.5%) of the respondents indicated-that
they were willing to participate in an education or training program
- with fellow workers. - S

- TABLE 26: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE PROGRAM .
WITH YOU?. .- - :

.7 Y *Yes . Mo Response N
People who'ﬁre myaoanage - . 26.8%  73.2% - 56
People who are younger thép Iam ) 8;9%_? 91:1% 5T
Pebp]e who are oner than }zam - 17 .9% | 82.1% ) 56.
Any_agé group--age doés‘notpmafter | _ 76.#% ‘23;3? ’ 56

About th?ﬁe-fou?fhg of the reépohdénts,indicated that age was un-
important in their preferences for fellow learners.
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PART D: - INFORMATION AND ADVICE

TABLE 27:7}H0N DID YOU RECEIVE. INFORMATION IN THE LAST SIX MONTHS ABOUT
: #8UR TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING "AVAILABLE

’

h £

TO YOU? . ' )
' Tuition- Eduation
- Aid. Plan & Training - -
.o . (yes) ~ (no) |(yes) (no)
a. Employee -handbook 10.9% 89.1%{12.7% 87.3%

b.' Handouts to em}]ayees J 3.6%
_c. Maiaings to home s i0.9%
d. Bulletin board notices 1.8%

e. 1In 6bmpany newspapers or ‘ |
newsletters 0.0%
f. In union newspaper - 30.9%
g. At union meetings 30.9%
h. At company meetings 1.8%
i. From counselor or advisor 7.3%‘
i’ From“co-wofkers- o 9.1%
'k.  From supervisors . 1.8%
1.  From union representatives 29.1%

m.  Education catalogues or notices 5.

The sources of information most commonly cited by respondents ‘were -

5%

-
96.4%| 913 90.9%

89.1%|16.4% ¢ 83.
98.2%| 9.1% 90.

100.0%| 9.1%
69.1%| 25.5%
69.1%| 41.8%
98.2%| 5.5%
92.7%12.7%
90.9% 10.9%
'98.2%| 7.3%
70.9%| 36.4%
94.5% 9.1%

90.
74.
58.
94.
87.
89.
92.
63.
90.

6%
9%

union meetings, union representatives, and the union newspaper.

The least frequently cited information sources were, company meetings,

company newspapers or newsletters, and supervisors.

TABLE 28: OF THE METHODS LISTED BELOW, PLEASE INDICATE THE THREE METHODS

THAT YOU FIND MOST HELPFUL.

421
af)

-l

55

55

55

55
55
55
55
55
55
55
55
55
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v _ : 1st 2nd 3rd
Methods ' ‘ .. Choice  Choice  Choice  Totals
Employee handbook 7% . 1.8% 3.6%  12.5%.
Handouts to employees ~  1.8%  0.0%  0.08  1.8%
A Mai]ings't& home T~ - 12.5% 1.8% 3.6% 17.9%
d.  Bulletin board notices 1.8% 0.0% 1.8% 3.6%
e. Company ﬁewébabe?éIOr"‘ K : ‘_hﬁ;hv“;u
newsletters - 12.5% 1.8% 0.0% 14.3%
f.  In union newspaper 12.5%  14.3%  0.0%  26.8%
g. At union meetings. " 1.8% 12.5% 10.7% . 25.0%
h. At company meetings 1.8% 0.0% 1.8% 3.6%
i.  From counselor or advisor 0.0% 1.8% 10.7% 12.5%
3. From co-workers  1.8%  1.8% 0.04  3.6%
k.  From supervisors 1.8% 1.8% 0.0% 3.6%
1. From union representatives  1.8% 1.8 0.0% .  3.6%
m. . Educétion catalogues or '
notices : 0.0% 1.8 008 1.83
N=56 N=56 N-56

0f the choices offered, the union newspaper was selected by more of
the respondents as being helpful. It was followed by union meetings.
The method - 1east frequently identified as-helpful was educational
catalogues/notices.

TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION- -
AID PLAN, FROM WHOM WOULD YOU LIKE TO FET IT?

!

Yes No/No Response N
Co-workers 12.7% 87.3% 55
Supervisor 7.1% 92.9% 56
Union representative 92.7% 7.3 - 55
Company ngpresenﬁative" 12.7% 87.3% ‘ 55
| R

:ﬁifff{;;.';;_ i ; j!rib S 4!:!2! ;?:
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Nine in ten workers preferred & .union representative as the source
of information on tuition-aid. The supervisor was the-least frequently
jdentified source. ' : - '

TABLE 30: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY oR UNION WHO
CAN PROVIDE ADVICE OR INFORMATION ABOUT EDUCATION AND CAREERS?

Company o -~ Union
. <m,___l,,—‘—/’/_"—/ .
Yes 20.0% : Yes 73.6%
o No - 43.3% ~ No 7.5%
. Don't Don't "
~ - know  36.7% : know 18.9%
N=30 - - N=53

Almost three-quarters of the respondents indicated that there was a
designated person in the union who could provide advice7informaticn
.. about education and careers. About two in five-of those rasponding. "
- reported therewas no company representative designated for this
purpose; and one in three did nct know whether therewas a company
representative to provide advice or information on education/careers.

TABLE 31: DIN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP
YOU WITH-YOUR: EDUCATION OR CAREER PLANNING?

Yes 36.6% ;
No  63.4% e e
N=41 "

- A majority of the workers responding to this question indicated
that they had not seen this individual in the twn years prior to
- the survey.

TABLE 32: 1IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO
HELP YOU WITH YOUR EDUCATION OR CAREER PLANNING?

Ygs 30.0%
No 70.0% . “
N=30

Of the 30 respondents to this question, slightly less than one-
third had consulted this individual for help in education or career
planning within the 13 months prior to the survey.

g,
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TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL CR
HELPFUL? o

Yes, very useful 58.8%

Somewhat useful 29.4%
. No, not useful 11.8%
ON=17C

. About 15 of the 17 respondents to this question reported their
meeting as "very" or "somewhat" useful.

-

_ TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDU-
CATIONAL OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

Yes, definitely - 56.9%
— Maybe - 35.3%
No 7.8%
NeST
~ A majority (56.9%) of the-respondents indicated that they would

consult with-counselors/advisors if they were available, regarding
_———"@éducation or career plans.
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" PART E:  INCENTIVES

TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL
, . EDUCATION OR TRAINING?

Yes 40:4% /
No - 29.8%
Dorn't
know . 29.8%
N=47

. Forty point four percent (40.4%) of the respondents felt the company

4. encourage employees to seek additional education.or training..
t“one-third indicated that the company did not so encourage its
employees, and another one-third d1dn t know.

1 "

.

-~ TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USF TUITION-AID

BENEFITS’ |
Yes 26.7%
" No 24.4%
Don't /
know 48.9%
¢ N=45

About one in four of those respond1ng felt .that the company

‘ encouraged employees to use tuition-aid. Nearly half (48.9%) did
not know whether their company encouraged emplcyees to use these
benefits.

TABLE 37: DOES YOUR LOCZ. UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL
EDUCATION OR TRAINING’

Yes = 88.9% -

No 1.9%

Don't |

know 9.3%
N=54

Almost nine in ten (88. 9%) of the respondents 1nd1cated that" the
union encouraged members to seek additiona] educatinn or training.

, | 498
o ' . .




-20- )

TABLE 38: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE YUITION-AID
BENEFITS? . -

Yes 62.7%
No 5.9%
Don't know  31.4%
| CNeST
Sixty-two point seven percent (62.7%f of those responding felt

that the union encouraged*its members to use tuition-aid. Slightly
less than one-third didn't know.

TABLE 39: HAVE ANY OF THE FOLLOWING PEQPLEENCOURAGEDyOU TO USE TUITION-
, AID BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition-Aid Benefit Education or Training
Yes.  No N | Yes Mo N
a.  Supervisor 4.8%  95.2% 21 5.00 95.0% 20

b. Fellow. workers 14.3% 85.7% 21 19.0% 81.0% 21

c.  Shop stewards .  17.4%  82.6% 23 | 13.6% 86.4% 22

. d.  Union leaders 71.4%  23.6% 35 | 71.0% 29.0% 31
e.  Friends outside | .

of work 28.6%  71.4% 21 | 36.4% 63.6% 22

f.  Family 64.33  35.7% 28 68.0% 32.0% 25

Union leaders and family were cited most frequently as encouraging
: respondents to seek tuition-aid benefits specifically, and education/
- training generally; the supervisor was cited least frequently.

TABLE 40: DO YOU FEEL INCENTIVES COULD EXCOURAGE EMPLOYEES TO TAKE
ADDITIONAL EDUCATION C% TRAINING OR TO USE TUITION-AID
BENEFITS? - S '

4




Yes No
a. Letter of comnendation 54.1% 45.9%
b.  Special events held honoring
- students. 34.3% 65.7%
c. Financial bonus 71.8% 28.2%
d. - Consideration in career
: development reviews 60.0% -40.0%
e.  Wage increase 84.6% 15.4%
f.  Publicity for participating 32.3% 67.7%
g. Additional job _
responsibilities n.z% 28.9%

h. Promotion or new job 83.7% 16.3%

<21~

\
=

37

35
39

40
39
3

43

Respoﬁdents indicated that the above incentives (wifh the exception
of "publicity for participation" and "special events honoring
students") could encourage employees to take additional education

or training or to use tuition-aid benefits.
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PART F: FACTORS AFFECTfNG PARTiCIPATIONY

 TABLE 41: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER .
"o -~ __EDUCATION OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A -
PROBLEM FOR™YOU. - - —--

A. Education and Training Programs

~ Yes, No,
It Is a Problem It Is Not a Problem

® The education or training -

programs I want to take
are not offered 20.5%

Scheduling of education
offerings are not
convenient for me. 57.1%

Programs are held far
away from me _ - 48.8%

I do not have transporta-
tion to get to programs 5.1%

Programs held in the evening
are unsafe for me to go to 5.1%

Information‘and Advvce

I don't have adequate infor-
mation about courses that

are available 59.5% ,

I do not have adequate infor-
mation about what educational

institutions are available 46.3%

I do not hdve adequate advice

or counseling about available
courses and whether I am

‘qualified to take them 46.3%

I do not have adequate

advice or counseling

about available

educational institutions 44.2%

I do not have adequate

advice or counseling P
about my career 455-*
opportunities. 47.6

<

79.%%

42.9%

51.2%

94.9%

94.9%

40.5%

53.7%

53.7%

55.8%

52.4%

44

42

43

39

39

®

41

T 41

43

42
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| Yes, No, it is
It is a Problem Not a Problem N

C. Personal_gpq”Family

° I doﬁ t want to take
courses on my own ) '
time iy -~ . 18.6% 81.4% 43

—~—-¢——1 cannot-afford . :
child care or o T T e
arrangements for _ o "
child care S ‘ 5.1 0 94.9% 39

o I don't think I - o
could pass the - ' - S
course . 10.%% - 89.5% 38

. I don't have
enough free time
because of family

responsibilities 44.2% = - 55.8% 43
® ‘My work is too
hard and I am too - - -
tired to take courses. 17.1% 82.9% 41
- @ - My work schedule can

not be rearranged to — -

take time off to

attend an educational ' ‘ .
program . 44.2% . 55.8% 43

° Educational programs
would take too long -
- for me to complete 16.3% 83.7% 43

° My spouse (wife or husband) .
doesn't want me to 2.6% 97.4% 39

0 My children don't want . . -
me to 0.0% 100.0% 39

D. General

e - I don't think I would
' get promoted or get a
better job even if I ..
‘took some education 31.0% 69.0% 42

(] Favoritism in who gets ‘

approval 35.9% _ 64.1% 39
. If I take a course, my

company may think I - _ y

lack a skiH 429 7.5% 92.5% 40
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Overall, factors relating to information and advice were the most
commonly identified problems reported or affecting decisions

about whether or not to participate in education or training. The
second most important group of factors, though less prominent,
related to education-and training programs available to employees.

A majority of those responding indicated as problems i.adequate
information about available courses (59.5%) and inconvenient
~ 7 scheduling or-educational-offerings (57.1%). The next most frequently
cited problems were travel to and from the program site (48.8%),
inadequate advice/counselina about career opportunities (47.6%),

and i?adequate advice/ counseling about available courses (also
46.3%). '
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' JABLE42: DO YQU PERSONALLY WANT TO TAKE. ANY FURTHER EDUCATION- OR TRAINING?
Yes, definitely 51.9%

Yes, probably . 35.2%
_ No _ 13.0%
N=54

A majority of the respondents indicated a definite desire to pursue
education or training. Thirteen percent 1nd1cated that they did not
want further education or training.

\

TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?.
Yes, definitely 59.3% '

Yes, probably 31.5%
No 9.3%
N=54

Three in five of the respondents indicated a definite. need for further
education and training. Nine point three percent (9. 3%2 indicated that
they did not personally believe they needed more educaticn or training.

TABLE 44: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE NEXT
- TWO (2) YEARS?

Yes, definitely ;45.1%

Yes, probably - 39.2%
No 15.7%
N=51

Of- the 51 responses, 23 indicated they definitely intended to continue.
their education or training in the two years after the survey. An
additional 20 indicated they_probab!y_would.

TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE NEXT
(2) YEARS?
- Yes, definitely 29.8%

Yes, probably 29.8%

I;E{i(; -‘ N o ujiiiL;?Ig;!.'
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N 40.4%
| | N=47 _
About 30% of theureépondents definitelyanticipatquusing-tuition-aid
within the two years after the survey. An equal number indicated that

they would 1ikely make use of the benefits. Two in five reported they
- did not intend to take advantage of tuition-aid during that time period..

PART G: BACKGROUND INFORMATION

TABLE 46: WHAT IS YOUR SEX?
Male _ Female
98.2% 1.8%
N=56

TABLE 47: 'HOW OLD ARE YOU?

Under 25 o 13.2%
25 - 34 17.0%
3B -4 O 26.4%
45 - 54 18.9%
55 and 0"’ . 24.5%

 N=53

. Forty-three point four percent (43.4%) of the respondents were age 45 or
more. ' : -
TABLE 48: WHAT IS YOUR RACIAL BACKGROUND? ‘
Black 13.08
White: . 85.2%

Amer%;an Indian or
Alasian Native . . 1.9%

Asian or Pacific Islander 0.0%
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TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?

Yes - 9.3%
No = O 90.7%
N=43

About 10% of those responding were of Hispanic ethnic heritage.
TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS?
" Single, never married”.  8.9%

Married (not separated) 85.72

Maéried (separated) 0.0%

) Widowed T 0.0%
- Divorced ' 5.4% N

| N=56

"TABLE 51: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

" # of dependents Cﬁi]dren Other
0 20 (3.7%) 30 (53.6%)
1 11 (19.6%) 17 (30.4%). -
2 10 (17.9%) 9 (16.1%).~ .
3 | 7 (12.5%) 0 |
4 - 6 (10.7%) 0
5+ 2 (3.52) 0

TABLE 52: - IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Year L .
" before 1955 . 8.5%
1955 - 1968 44.7%
ISeSTIOTT, . . 21.% .
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1975 - 1980 25.6%5 - \

N=47 ) "\\\

Almost half of the respondents (47%) had children fifteen or youngg¥»

TABLE 53: WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE ATTAINED? \
Some high school or less 34.5%
' High, school diploma or GED' . 38.2%

. - Some college, but no associate - -
or bache]ot’s degrge 25.5%
Associate ﬁegree :5 - 1.8% | ‘ T
Bache]or's—dgﬁxgg or higher . 0}0%l
L N=55

Almost 40% of the workers surveyed completed high school or GED. One-

quarter had some postsecondary education, one-third had less than a

high school diploma. &
TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

before 1955

1955 - 1960 . 51.0%

1961 - 1965 8.2%

1966 - 1970 8.2%

1971 - 1975 14.3%

1976 - 1980 . \
N=49 . - |

Over half of the respondents attained their highest level of.education
before 1955. ’ o :

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE TRADE LICENSE PROFESSIONAL
LICENSE OR JOURNLYMAN S CERTIFICATE?

\

Yes | 62.0%
No © 38.0%
| N=50

o | : | - | C | égé?él.




' Three in five respondents had a one-year certificate, trade license,
professional 11cense or journeyman's certificate.

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE ‘OCATION OF THE PLACE
WHERE YOU LIVE?
Rural or farm community 20.0%

“ Small town or village .
(Tess than 50,000 people) 22.0%

Medium-sized city or its
suburbs (50,000 -225 000 :
people) . 16.0%

Fairly large ¢ity or its suburbs
(250,000 -- 500,000 people) . 18.0%

‘Very large city or its suburbs .
(over 500 ,000 people) 24.0-. b

N=50

About 40% of those responding 1ived in a sma]] town/village or rural/farm

community. Twenty-four percent (24.0%) were located in a very large city
or its' suburbs.

TABLE 57: —WHAT_SHIFT DO YOU USUALLY WORK?

Day 7 87.2%

, Evening ) | b.d%
Night 2% )

Split 10.6%

| O e

Most of those responding worked the day shift, although 12.7% were on
either night or split shift. :

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER :EEK D0 You\CORK ON THIS Joa?'
’ 1-19 20-29 30 - 39 40 - 49| 5Q - 59 | 60 or more

0.0  0.0% .00 %0.0%8 ' 4\ \ 2.0% N=50
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Nine in ten respondents worked a 40-49 hour week on the job they held
at the time of the survey. Only 4% worked fewer hours and 6% worked
50 hours or more. ’

TABLE 59: WHAT IS YOUR PAY CATEGORY?

_ - Hourly . 98.1%
7 Salaried, but paid for
overtime . 1.9%
Salaried, not paid for
overtime 0.0%
| N=53

LAy
Almost all respondents were hourly workers.

* TABLE 60: WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES,
DURING 19787

Less than $7,499 1.9%

$7,500 - $9,999 : 1.9%
$10,000 - $12,499 7.7%
$12,500 - $14,999 1.9%
$15,000 - $17,499 11.5%
$17,500 - $19,999 9.6%
$20,000 - $22,499 19.2%
$22,500 or more 46.2%

~ NeS2

Eighty-six point five percent (86.5%) of those responding reported
. an annual income of $15,000 or more. Incomes less than $10,000

were reported by 3.8% of the respondents. \

486
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,~~"TKBLE.1:E:H0N LONG HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON A CONTINUOUS BASIS?

- Less than one year . 18.2 -
1 -5 years : - 20.0
6 - 10 years '5.4
11 - 15 years 7.2
16. - 20 years 7.2
21 - 25 years . 9.1
2.6

26 or more years - 3

About 18% of the respondents hz been at their“job for less than one year,

42.5%fhad been at their job over twenty years..

<

TABLE 2: HOW LONG HAVE YOU HELD YOUR CURRENT JGB OR POSITION IN THIS COMPANY?

Less than one year - 69.1

1 - 5 years - 16.4

6 - 10 years 3.6

) 11 - 15 years 1.8
16 - 20 years . 1.8

21 - 25 years _ ' ;.8

.4

26 or more years

The majority (69.12) of the respondents indicated that they were at their

current Jdb Tess th;n one year.

'TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?

: Very . Somewhat Not very Does not
s Useful ~Useful  "Useful iseless Apply N
High school 52.5 32.5 - 7.5 0.0 . 7.5 40
education _ : . o
_ Previous job  84.8- 6.5 4.3 2.2 2.2 46
- experience -
Vocational 48.3 20.7 6.9 0.0 241 29
education or . L
training since
high school

Academic or  44.0 12.0 8.0 40 320 25
professional . T ]
. ., education since

high school 4»38
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Most of the respondents found their "previcus job experience," and "High
School Education" very useful. The majority fourd all forms of learning/train-

ing as very/somewhat useful. -

TABLE 4: ARE YOU FAMILIAR WITH EXiSTENCEHOF A TUITION-AID PLAN WHERE YOU WORK?

o T h o h

Yes, very familiar . 20.0 ' o29.2
Y;s. somewhat familiar  43.6  27.1
No, not familiar . 36.4 43.8’

(N=55) (N=48)

—
—

Twenty percent of the respondents at T] and 29.2%.Jt“T2'indicated'that they
: r IR ] . . . ‘ .
were "very familiar" with the Tuition-Aid Plan. About 36% at T, and 44% at T,

indicated that they were not familiar with'tHe'T;A"p]én.

'TABLE §: IF YOU ANSWERED YES TO TABLEZ4, DO YOU KNOW WHO SPONSORS THE PROGRAM?

Negotiated as part of company/union contract 25.9

Company Sbohsored ‘ T - 3.7

Union .sponsored . 70.4.1 L
| | (=27)

\ o ’

TABLE 6: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR TUITION-
‘ AID PLAN OR ‘ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?

Tuition-Aid Plan Education & Training
. non non
L Yes 31.3 32.4 Yes ~ 40.8 = 38.5

N 68E 616 N 59.2- 61.5
.(Nﬁ481; (N=37), | (N=49) (N=39)
. 439
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Thirty-one percent of the respondents at T1 and thirty-two percent at
T2 reportgq“receiving information on the T-A plan during the six months priof
to the §ur9ey -- not much difference between T] and T2' The percentage of work-
ers reporting receiving information on avialable education and training duffng

the six months prior to the survey declined from-about 41% at T] to 38.5% at

TZ'

TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN?
| T T

A 2
Yes . 54.3 54.3
No 4.3 -4.3
Don't knew  41.3  41.3

 (N=46) (N=46)

The majority of the respondents at both T] and T2 indicated that they yere

__.eligible to take a course under the T-A plan.

4

TABLE-S: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER YOUR
. . TUITION-AID PLAN? ' _

h &
Yes 50.0 . 45.7
No - - 50.0 54.3

v .

(N=42)  (N=40)

" TABLE 9: WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL TO AN
~ APPLICATION FOR TUITION-AID BENEFITS?

e Don't -
= _ Yes No  “know N
- Employee's immediate supervisor 8.3 29.2 62.5 24

Supervisor of education & training ~ 20.0 ~ 25.0  55.0 20

N o 440




Don't
Yes No - know - N
Personnel department 5.3 36.8 57.9 19

“Joint or union education committee 63.3 0.0 3.7 30

The educational institution offering ‘
the course 20.0 25.0 55.0 20

Jther company or union represen- - ~
~ tative ' 23.8 28.6  47.6 21

Abouﬁ 63% of the respondents indicated that the apprbva1 of."jdint or
union education conmittee" is needed. The larger percentage of "don't know" -
résponscs indicates a lack of understanding on the part of the employees re-

garding app..cation procedurés.

TABLE 10: THE Z ARE A LOT OF REASONS WHY PEOPLE, MAY NOT USE THEIR TUITION-AID
BENEFITS. DO ANY OF THE FOLLOWING ACT AS A PROBLZM FOR YOU?

Yes, : ~ No,
it is a probiem it is not a problem

| oo 2 hoonh
Too much red tape in 31.3 32.1 68.8 67.9
applying for and getting
approval for education or
training
Education programs I want 'A 32.1 31.6 67.9 68.4

to take are not covered
under the tuition-aid plan

Educational institutions 22.2  33.3 77.8 66.7
I want to go to are not
covered under the plan

I do not have adequate 57.1 40.0 42.9 60.0 -
information about the
tuition-aid plan

Not enough of the costs ~24.0  36.8 - 76.0 63.2
are covered under the plan

I am not able to pay in 40.9 40.9 - 60.0 59.1
advance, even though I -
‘will be reimbursed

I am not willing to pay 20.8  42.9 79.2 57.1

in advance
.‘441 . ‘—




At T, lack of information was the single factor that the majority of the
respondents repbrted as a problem. - At T2, however, the employees unwillingness
to pay in advance and inability to pay in advance, even though they are reim-

bursed, were reported and constituted the two most important problems.

PART B: PARTICIPATION IN EDUCATION AND TRAINING

TABLE -11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM
IN THE LAST TWO (2) YEARS?

Education Program Training Program
- h h ook
Yes 22.0 11.8 - Yes 29.6 12.5
No 78.0 88.2 No 70.4  87.5
(N=50) (N=51) ‘ (N=54) (N=48)

Twenty-two pefcent of the respondents at T] and twelve percent at T2 said -
that they had participated in a volqntary education program during the two
years prior to-the survey. Reletive to the training program, about 30% at T] and

12% at T, said that they had participated.

2

TABLE 12: HAVE YOU PARTICIPATED' IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM
IN THE PAST SIX (6) MONTHS?

Education Program - Training Program

Yes  14.8 - Yes 19.2
No 85.2 | No 80.8
S (N=27) T _ (N=26)

About 15% of the respondents indicated that they had'participated in
voluntary education and 19.2% indicated that they had participated in a vol-

untary trainingvprogram.



TABLE 13:

Lowm ’ ."‘. " _6_

-

WHY DID YOU PARTICI?ATE IN THE EDUCATION OR TRAINING PROGRAM
R Yes Mo N
a. To get a degree, diploma, or certificate 55.6 44.4 9
b. To upgFade skills for present job - 75.0  25.0 12
. c. For a different job._ | ; 720 273 M
d. For career advancement ' 76.9 23.1 13
e. For better wages | ; o 76.9 _ 23;1 13
f.‘To‘preparewfor{retiremént‘ - . 45.5  54.5 11
g. For 1eisure time pursuits’ | . 54.5 45.5 11
h. For general kﬁow]edge ' - 81.3 18.8 16 T
i. For parenting skills ' 444 556 . 9
J. Fof religious pursuits _ 37.5 62.5 8
6 21.4 14

k. To be a better union member ' _ 78.

Respondents to this question indicated that they participated in-voluntary

education or training (First 5 reasons in decreasing importance)

1.

N W M

TABLE 14:

" For general knbw]edge

To be a better union member

For better wages

For career advancement ' P —

To upgrade skills for present job

PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY PUTTING
'THE LETTER OF THE REASON FROM TABLE 13 IN THE SPACES BELOW.

Reason ' ' ' " Eirst: -Second Third.

, Choice Choice «Choice
~a. To get a degree, diploma, or certificate 22.2 12.5 0.0
b. To upgrade*Ski]]s for present job . 1111 ... C.0 20.01
c. For a different job | - 0.0 0.0  25.0
443



First  Second . Third
Choice Choice Choice ‘

“d. For career development " 22 125 0.0
e For betterwages . < | 0.0 125 0.0
. " f. To prepare for retirement : 0.0 0.0 0.0
g. For leisure time pursuits. 0.0 12.5 - 0.0
h.EFor general knowledge t22.2 12.5 . 20.0
i. For[parenfing skills . 0.0 | 0.0 b,o

_ §. For religious pursuits " 00 00 0O
k. To be a better union member | 222 12.5  20.0

(N=9) (N=8) (N=5)

Reasons for participatiqn most frequently indicated by respoﬁ&entslto this
-questionrare: s S~
" 1stlch01§e: Reasons a, d, h and k with equal weight. éma]T number of employees

re;ponding fo this quest%ondOes'not permit drawing defin{te conclusion’

| .Zna\Choice: Reasdns a, d, e, g,:h and k wifh equal weight. Small sample

size does not permiéédrawingtahy defin*tive‘conc]usion. ‘ ‘/ ‘
3fd Choice: Réa§ons b, ¢, e, h ;nd;k with equal weight. Again, dueffo small -

sample size one”cannot'draw,any'def1n1t1ve conclysion.

TABLE 15: IF YOU PARTICI?ATED IN AN EDUCATION OR TRAINING PROGRAM PLEASE
s INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION YOU RECEIVED.

Very . Not © Very . .
, .- Satisfied Satisfied Satisfied Dissatisfied N
Private voca=’ . -z 28.6. 71.4 . 0.0 0.0 . 7
tional/technical. : : : 3
or business school .
* Public-vocational, -28.6 ~ 71.4 - 0.0 - 0.0 7
. technical, or busi-~ - . _ .
- ness - c ‘ , . ;
4-year college/ 0.0 100.0 0.0 0.0 2
_university . ’




"~ Very Not- ' Very

Satisfied Satisfied Satisfied Dissatisfied N
Community College  25.0 50.0 0.0 24.0 4
S Company/union run n - ' . : -
— schools or courses 50.0 50.0 0.0 ' 0.0 ' 8
e High ‘schoo "~ 60.0 200 20 .. 00 -5
Registered appren- - A | ’ . | E—
ticeship © 50.0 50.0 0.0 . 0.0 -2
Corre pondence . S |
schooﬁ 66.7 . 33.3 0.0 0.0 3
Commupity or soctal '
organization such as ' ' : o
- YMCA pr church 33.3 66.7 0.0 - 0.0 3

Res pondents reported general satisfaction with all education and training they

K had received

TABLE 16% PLEASE INDICATE WHICH OF THE FOLLONING PAID FOR THE EDUCATION OR TRAIN- -
L ING YOU RECEIVED. -

) _ y o - Yes(li) No(T]) Yee(TZ) _JNO(TZ)”

You (self-paid) 61.5 '38.5  88.9 11.1
Unfon | © 82 1.8 750  25.0
Company -- under tuition-aid plan 0.0 "100.0 - 33.3 66.7
Company -- not nnder tuition-aid plan | 36.4 63.6 0.0 ».100.0

Government (veteran s benefits, federal ‘ 33.3 66.7 = 55.6 : 44.4
loan or grant) C :

tance for education and training were reported to be the company (under T-A plan),

followed by the government, but at T2 the workers reported "themselves" followed by the

. union as the major sources




TAQLE 17: IF YOU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY HOW
LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE EDUCATION R

TRAINING?

Less than one {1) week - 18.2

1 week | ' o 9.1 |

2 weeks - : o 0.0
3 weeks : | 9.1 -
" 4 or more weeks , " 63.6

(N=11)

For most workers who participated under the T-A plan, it took four or more

weeks "to receive approval to take the educatﬁon or training.

PART C: EDUCATIONAL OPPORTUNITIES

TABLE 18: PLEASE INDICATE THE IMPORTANCE TO YOU PERSdNALLY OF EACH OF THE
' FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING.

31

Not

_ Important Important N
To complete an educational program " . ;
for a diploma, certificate, or degree 16.7 83.3 .30
To .meet new people " }f 29}0 71.0
To become a more wé]]-rounded“persbn 12.1 | 87.9 33
For social skills : - 36.7 63.3 30
To -improve job performance : 5.5 94.4 36
To Tearn skills for hobbies ’ 32.3{ 67.7 31
To be a better union member : 1.4 88.9 36
To 1mprove my. ab111ty to read, write,,
speak, and do’ math T 15.6 84.4 - 32
To be a better parent . . o 28.6 - 71.4 28
To get a. promotion _ : 0 33.3 66.7 30

(2l
.- J
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Not

. ‘ Important Important . N

- To improve family life , ‘ 16.7 83.3 30 -
To.prepare‘for another job or career 21.9 ' ié.] 32
To. better understand community issues - 33.3 66.7 30
To learn more (knowledge for the sake ' _ :
of knowledge) K T . 5.6  94.4 36
To become a better worker : 1n.s 8.2 -l
To prepare for retirement 20.0 ~ 80.0 35

o

”gThe four most important uses'of'further education'and training reported are'b

(1) to Iearn more, (2)-to 1mprove job performance, (3) to be a better union mem-

——

ber; and (17‘to become.a better worker. -

TABLE 19: WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN YOUR
LOCAL AREA? -

Avai]ab]e
) ) Yes No  Don't know
P;ivafe‘yocational, technical or . 7_71"7
business schools : 71.1-. 5.3 23.7
) Public vocational, technical or 78.6 4.8 16.7
4-year college/university b 70.0 15.0 15.0
Community college 78.0 7.3 14.6 -
- " High School /,,.: 70.3 5.4 24.3
cOmpany-run‘schooIs or courses’/ ’ 41.2 17.6 41.2
Union-run schools or courses 82.1 5.1 12, 8 -
© On-the=job training ‘»"' 60.0° 17.1 122/9
Correspondence school '34:5 18.2 27 3" y
Commuhity br/sééial.organization _ ' ;
61.1 30.6

such as YMCA or church

Respondept§ reported the most wide]y'available prodramvto be: union-run

,/.

Ve

-
e

8.3

N

38

2

40

N
,,3;7‘ "
34
739
35

33

36
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school or courses, public vqcatiohal, technical or business schools, followed
by community college. Those reported to be leéstvavailable were: company-run

schools or courses, correspondence school and on-the-job training.

~

TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL PROGRAMS?

Preference

Yes Mo N
Private vocational, technical or
"business schools T 61.3 38.7 31
Public vocational, technical or ' T év
business schools 1 : 73 3~ 2.7 30
4-year college/university - ////’/ss 4 36 26
Community college o7 '73.3 26.7 30
~ High.school o 65.4. 34.6 26
Company-run schools or courses 76.0 24.0. 25
Union-run schools or courses 9l * 8.1 37
On-the-job training 84.6  15.1 39
Correspondence school g . 33.3' 66.7 21
Community or social organization . -

~ such as YMCA or church - 56.0 44.0 25

The three mdst.preferred educational;progrems;idehtified by respondents
were: Union-run echcol or courses' on-the-job créining, and;cOMpany-run schocl
< or .courses. The 1east preferred programs were"correspondence school, commun1ty
or social *organizations such as YMCA or church fol]owed by pr1vate vocat1onal

e

technical or bus1ness schools. . '.i/~




TABLE 21:
AVAILABLE? ‘ / N \
o N\ Available .
‘ o _ }Y@_ - Ko Don't know N
Work sit - | ) ;7/?////44.1i 3.3 20.6 34
! Union hal - ‘;%iffi; 725 1.5 20,0 40
Education ynstitution //7?’/ | 53.3 13.3  33.3 30
Community onganization (YMCA, i
church, etc k/ 55.2 13.8  31.0 29
Library \\ ,fi 40.6  25.0  34.4 32
At my plagefof’reéﬁdence } 53.6 25.0 28

\
\ :
IN WHICH OF THE FOLLOWING PLACES ARE, EDUCATIONAL PROGRAMS CURRENTLY

The/two places most frequently c1ted as providing educationa] programs were

followed by community organization (YMCA Church, etc. )

/

/
B

TABLE 22:
o TIONAL PROGRAMS? -

Work site
Union hall
Education institution

Community organization (YMCA
church, etc. ?

lLibraryv

Those. Teast

‘ Union ha]]
freq/:ntly c1ted were - the respondents place of residence, fo]]owed by 1ibrary

AVAILABLE OR NOT WHAT IS YOUR PREFERENCE FOR THE LOCATION OF EDUCA—

\

' Preference
Yes - No L
78.8 2.2 33
89.2  10.8 37
78.6 214 28
55.6 4.4 27
2.3 577 . 26
sé.7 27

- At my plece of residence

333

Union hall, work site and’ Education 1nstitution were the three most preferred

locations for educational programs.

.\
\\



TABLE 23:

repbrted'to be the three most available methods of 1éarn1ng, The least available

" methods were reported to be computer<assisted instruction, TV or'vfdeo7cassettes,

-13-

WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

-

Lectures or classes

. Workshops or conferences

Cnrrequndence courses
Television ur video cassettes
Radio, rgcqrdQ, or audio cassettes
Informal discussion groups
ﬁrivate!individuai instruction
0n4the;job training |
Computer-assjsted 1nstru§tion

On my own

Availatle
Yes Mo
65.6  12.5

- 60.0 - 13.3
50.0  17.9
3.3 5.9
4.7 25.9
4.7 20.0
9.3 28.6
62.5 9.4
22.2-  37.0
77.4 - 12.9

Don't know

21.9
26.7
32.1
40.7
33.3
33.3
32.1.
28.1
40.7
9.7

Learning on their own, lecture or classes, and on-the-job training were

and radid, records, or audio cassettes.

" TABLE 24: AVAILABLE OR NOT NHAT.IS‘YOUR PREFERENCE FOR METHODS'bF LEARNING?

——

Lectures or classes

Workshops or- conferences

_ Correspondence courses
‘Television or video cassettes

" Radio, records, or ahdioicassettes.

Informal discussion groups

5.9.

Preference

Ys = Mo
90,3 9.7

94.1

30.8 69:2

42.3  57.7
32.0  68.0

70.4 '29.6

N

31

3
%6
26
25
27

N

30
28

27

27
30
28
2
27
31
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- Yes No = N

j © Private individual instruction . 70.0  30.0 30
On-the-job training ' 95.0 5.0 40 .
Computer-assisted instruction o .28.d>v 72.0° 25 _
Oonmy own = -~ . . 70.0 30,0 30 -

. On-the-job trainihg, Workshops or cbhferences,,angilectures or classes were
reborted to be the~preferred methods of ]earhing for more than 90% of the respon-
dents. Those methods least preferred were computer-assisted instruction and

‘ correspondence courses
n e &

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM, IS -
’ THERE A GROUP OF PEOPLE NITH WHOM YOU NOULD PREFER TO LEARN? '

| ';xgg-“ No/No Re;ponse N
Fellow workers ' 65.5  34. 5 ‘ 55
‘Supzrvisory or company adm1n1strative ; ,
personnel - 21.8 78.2 _ - 55
Family>members ' 30.0 80.0 " 55
. Ahyone interesteq in the program:” . 50.9  49.1 . 55

‘No preference | ' 18.2 " 81.8 " 55

Abobt 66%_of the respohdente indicated that they'were willing to participate
in an education or training program with their fellow workers. And some 51% -
indicated that they were willing to participate with anyone interested in the v

program.
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TABLE 26: IS THERE ANY AGE GROUP YQU WOULD PREFER TO BE IN THE PROGRAM WITH , ‘
YOU B}
fZL/ o _ Yes 'No[No resgonse N
~ People who are my ow 38.2 61.8 | 55
People whoﬁai_ younger than I am 14.5.  85.5 : 55
People who are older than Lam =~ 21.8  78.2 55

Any age group - age does not matter 76.4 23.6 “55

The majortty (76.4%) of the respondents indicated that age was unimportant in ‘)
their preferences for fellow learners. . ' . '
PART D: INFORMATION AND ADVICE

TABLE 27: HOW DID YOU RECEIVE INFORMATION IN THE LAST SIX MONTHS ABGUT YOUR
-+ TUITION-AID PLAN OR ABOUT EDUCATION AND TRAIN